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ABSTRACT 
The purpo s e  of thi s  study was to test  a mod i f ied ve r s ion o f  
Porter and Law l e r ' s atti tude-performance mod e l  with a popu l at ion o f  
d i sadvantaged t r a i nee s .  Seven hypo theses  were der i ved from the fo l l owi ng 
formu l at i o n : I f  a t rainee sees h i gh perfo rmance as l ead i ng to the 
attainment of one or mor e  persona l  r ewards  in the t ra i ni ng s i tuat ion , 
he wi l l  t e nd to exe r t  high effort  i n  the program .  The t r ai nee wi l l  have 
cDr re spond i ng l y  high performanc e in thi s s i tuat ion  prov i d i ng he has the 
r e l evant abi l i ty and approp r i ate ro l e  perceptions . 
To t e s t  the se hypo theses data were obt ai ned from 97 d i sadvantaged 
traine e s  and the i r  e i ght supervi sor s at a manpower deve l opment pro j ec t  
i n  Oak Ridge , Tenne s s e e .  Each trai nee wa s given three que s t ionnai r e s  
d e s i gned to measure the va lue of four r eward s r e su l t i ng f rom t raini ng , 
the perceived probabi l i t y  that h i gh performance w i l l  l ead to the se 
r eward s, and the impo r tance of c e r t a i n  ro l e  pe r ceptions . Abi l i ty scores  
were  based upo n sco r e s  on three apt i tude t e s t s  obtained from the test  
f i l e s  o f  the  program .  Each of the  e i ght supervi sor s was  asked to  rank 
h i s  t ra ine e s  on degree o f  e f for t exerted and over a l l pe rformance . The 
supervi so r s  were a l so admi ni st ered the r o l e  per ception que st ionna i r e .  
The r e su l t s o f  the s tud y offer  o n l y  l imi ted suppo r t  t o  the mod e l , 
a s  o n l y  two o f  the seven hypothe s e s  wer e  confi rmed . I t  was found that 
t rainees who saw h i gh per fo rmanc e as l ead ing to  the attainment of d e s i r ed 
r ewar d s  d i d  exert  mo re effort  i n  t r a i n i ng ,  and a l so had h i gher rat i ngs 
o f  overal l performanc e . Howeve r , the pred i c t ed i nc reases  i n  the 
i i i 
iv  
r e l at ionship between effor t and over a l l per formanc e for trainees  w i th 
high abi l i t y  and appropriate rol e perceptions were not found . A number 
of pos s i b l e  exp l anat i ons for the se f i nd i ngs are d i scus sed. 
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CHAPTER I 
I NTRODUCT ION 
I .  FOCUS OF THE STUDY 
The factor s whi ch mo t i vate an emp l oyee to effec t i ve j o b  
performance have l ong been a que s t ion o f  great concern  t o  member s  o f  the 
bu s i ne s s  communi t y , par t i cu l ar l y  manager s deal i ng wi th human re sou r c e s. 
O r igina l l y , i t  was be l i eved that f i nanc i a l  compe nsat ion was the o n l y  
i ncent i ve f o r  super ior  perfo rmance o n  the job . Later , w i t h  the pub l i ca­
t i on of the c l a s s i c  Hawtho r ne stud i e s , j o b  att itud e s  of the emp l o yee 
were al so found to  be impor tant . Thu s, in the year s whi ch fo l lowed a 
gr eat deal  o f  r e search wa s d e s i gned and conduc ted to determi ne whe ther a 
re l at i onship exi sted between j o b  sat i s fac t ion and per formance . However , 
a s  po i nted out i n  the comprehensive r e v i ews by Brayf i e l d  and Crockett 
( 1 9 5 5 )  and Vro om ( 1 964) , thi s r e search has been rather d i sappo i n t i ng and 
i nco nc l usive . 
One p ro b l em w i th mo st of thi s re search on the r e l at ionship between 
j ob att i tud e s  and per formanc e was that it wa s no t ba sed o n  any theo r y  
o f  behavior . Consequent l y ,  the previous work i s  comp r i sed o f  i so l at ed 
stud i e s  no t f i t t ing together i n  any meani ngful  pat t e r n . · Furthermo r e , 
the f i nd i ngs o f  thi s r e sear ch provide o n l y  a tenuous ba s i s  from wh ich to 
gener a l i z e . 
Po r t e r  and Law l er ( 1 968 ) reviewed thi s ear l i er wo rk and conc l ud ed 
that o n l y  with a t e stabl e theor y  ava i l ab l e  cou ld any sub stant i al progr e s s  
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be mad e i n  under stand i ng the r e l at ionship between at t i tud e s  and 
per formanc e . With f ew exceptions , however ( Brayf i e l d  and C rocke t t , 
1 9 55; Geor gopou l a s  et  a l . ,  1 9 57; Herzber g  e t  a l . ,  1 9 58; and Vroom , 
1 9 64) , the amount of such theor i z i ng has bee n sma l l i n  p ropor tion to 
the impor tance and scope of the i s sue . 
A s econd probl em i nhibi t i ng the study of the a s soc i at ion betwee n 
att i tud e s  and per formance was the s l ow real i za t i on of the impor tance of 
moderator var i abl e s .  Only  recent l y  stud i e s  have been attempted whi ch 
uti l i ze the moderator var i ab l e s  to  c l ar i fy thi s r e l at i onship ( e . g . , 
Georgopoula s  et  a l . ,  1 957; Kat z e l l ,  Bar r e t t , and Parker , 1 9 6 1 ;  Law l e r , 
1 966; and Car l son , 1 9 69 ) . 
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O ne promi s i ng new approach appear s to mi t i gate these prob l ems 
a s soc i ated with re search on the r e l at ionship between att itud e s  and per­
f ormanc e .  I n  1 9 68 , Por t e r  and Law l er proposed a theor e t i c a l  mod e l , 
d e s i gned basical l y  for manager s ,  whi ch encompassed both the var iab l e s  of 
att i tude s  and per formance . Not on l y  d i d  the i r  mod e l  provid e  a source 
of te stab l e  hypothe s e s , but  i t  al so recogni zed the impor tance of  a 
number of mod erat i ng var i ab l e s  between the emp loyee ' s  j ob a t t itud e s  and 
h i s per formanc e . Thi s  mod e l  seemed important becau se i t  provided a way 
of thi nk i ng about the re l at i onship  among a l ar ge numbe r  of var iab l e s  
that have not bee n  combi ned previou s l y  i n  a meani ngful  manner, and be­
c ause i t  appeared to be adaptab l e  to other popu l a t i ons which wer e 
non-manage r i a l . 
The par t i cu l a r  type of emp l oyee to be examined i n  the pre sent 
s tudy i s  the i ndu s t r i a l  t r a i nee . Hi s ro l e  i n  the worki ng force i s  
impor tant for a t  l east  two reasons , the f i r s t  of whi ch i s  a very prac t i c a l  
3 
one . Mo s t  t ra i n i ng programs of any va lue are t ime co nsumi ng and 
expensive undertak i ngs . S i nc e  the t r ainee ' s  a t t i tud e i s  f r equent l y  
ment ioned a s  a c rucial  variab l e  i n  the suc c e s s  o f  t r a i ni ng ,  i t  wou l d  
seem h i gh l y  d e s i r ab l e  that more i nfo rmation be gather ed o n  the r e l a t ion­
ship between hi s at t itud e s  and per formance . Second l y , mo st o f  the 
r e search dea l i ng wi th the r e l at ionship between j ob att i tud e s  and per­
formance has d ea l t  w i th the emp l oyed worker ( p r imar i l y  manage r s ) , whi l e  
l i tt l e  or n o  study o f  the se var i ab l e s  h a s  been car r i ed out i n  the 
trai ni ng s i tuat ion . Thus , thi s study wi l l  consti tute a t e s t  of the 
general i t y  o f  the Po r t er -Law l er mod e l  with a no n-manager ial , unemp l oyed 
samp l e .  
I I. PREVIOUS RESEARCH 
Job at t i tude re search in i ndu s t r y  typica l l y  has s tud i ed o n l y  o ne 
k i nd o f  at t i tude--the emp l oyee ' s  sati sfact ion with hi s j o b .  Such an 
empha s i s  fo l l ows what Eng l i sh and Eng l i sh ( 1 958 ) d e s c ri be a s  a nar row l y  
l imited d e f i n i t ion  o f  the t e rm " a t t i tude" that i nc lud e s  o n l y  approval 
and d i sapprova l v i ew s . The typ i c a l  exper imental  d e s i gn for a study 
r e l at i ng at t i tude s  to perfo rmance usua l l y  cons i s t s  o f  o btaini ng some 
measure of the emp l oyee ' s  sat i s fact ion-d i ssat i sfac t i o n  with var ious 
aspec t s  o f  the job ( i . e . , worki ng cond i t ions , super v i so r , pay , etc . )  
and r e l a t i ng thi s to  a measure o f  j o b performanc e . ·  Examp l e s  o f  such 
stud i e s  are numerous ( e . g . , Ko rnhau ser and Shar p , 1 9 3 2; Habbe , 1 9 47; 
Baxter et a l . ,  1 9 5 3; Mo s s i n ,  1 949; K e r r , 1 952; S i r o t s , 1 9 58 ) . As was 
po inted out ear l i e r , extensive review s  o f  the se stud i e s  have gener a l l y  
found a neg l i g i b l e  o r  i n s i gnif icant , po s i t ive re l at ionship between the 
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two variab l e s  ( Brayf i e l d  and C rocke t t , 1 95 5; Vroom , 1 9 64) . The probl em 
s eemed to  be that these stud i e s  were i n  the unfo r tunate  po s i t ion of no t 
measu r i ng any att i tude s  that appeared to be d i rect  determ i nant s o f  
performanc e effec t i vene s s . The que s t i o n  which immed i a t e l y  became r e l e­
vant was how may these att i tud e survey s be mad e mor e  e f f ec t i ve. The 
answe r ,  acco rd i ng to  seve r a l  autho r s  ( Brayf i e l d  and Crocke t t , 19 5 5; 
Geo gopoul a s  � ., 1 9 57; Vroom, 1 9 6 4; Law l er,  1 9 67; and Po r t e r  and 
Law l er,  19 68 ) , cou l d  be found i n  mo t i vat ion theo ry . Here i t  was sugge s t ed 
that what wa s needed were data on how emp l oye e s  fee l impo r tant rewards  
cou l d  be obtained in  the i r  o r ganizat ion . I n  the l anguage o f  mo t i vat ion 
theo r y , what was needed were data on emp l oyee s •  path-goal  o r  reward­
expe c tancy a t t i tude s--on the emp l oyee s• at t i tud e s  toward what fac t o r s  
i n f l uence the r eward s they receive . To quo te from the ar t i c l e  by 
Lawl e r  ( 1 9 67 ) , 11i t  i s  the se att i tud e s  that provide the l i nk between 
a t t i tud e s  towa rd the impo r tance o f  j o b  facto r s  and j o b  performanc e , the 
l i nk that is typica l l y mi s s ing in att i tud e stud i e s . 11 
The psycho l ogical  l i t erature on mo t i vat ion theo ry provides the 
ba s i s  for the st atement that r eward-expec tancy ( path-goal ) at t i tud e s  are 
the key to under stand ing the emp loyee 1s  mo t i vat ion to  perfo rm effec t i ve l y .  
Par t i c u l ar l y  impo r tant i s  the t rad i t iona l  expectancy theor y  o f  mo t i va­
t ion as d e s c ri bed in the w r i t ings o f  two of i t s  ear l y  p roponent s ,  
E .  C .  T o l man ( 1 9 3 2 )  and Kurt  Lewin  ( 1 9 38 ) . Bas i c  to  bo th the se theo r i e s  
i s  the not io n  that i ndiv idua l s have behavior r e sponse  expec tat ions which 
t ake the form of bel i e f s  concerning the l ike l iho od that a par t ic u l a r  
a c t  wi l l  be fo l lowed b y  a par t i cular  outcome . Thu s , a per son i s  s e e n  
as mo t i vated to perform certain  behavaoral  r e sponses  i f  he expec t s  that 
such ac t s  wi l l  l ead t o  d e s ir ed outcome s or goa l s .  As i s  evident f r om 
these idea s , expec t ancy theory i s  s t ro ng l y  i n f l uenced by the pr i nc i p l e s  
o f  hedoni sm ( Bowr i ng , 1 9 6 2 ) . Bo th Tolman and Lew i n  v i ew thi s goa l  
d i r e c t ed behavior of the or gani sm as a s t r i ving to at t ain  po s i t ive l y  
va l e nt obj e c t s  o r  event s and avo i d i ng negat i ve l y  va l e nt obje c t s  or 
event s .  
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Several c urrent advoc at e s  of expectancy theory ba sical l y  recon­
f i rm the ea r l i er wr i t ings of To l man and Lewin� and fur ther theo r i ze how 
expectanc y  theory i s  rel ated t o  at t i t ud e  format ion . For examp le, 
Woodruff and D i ve st a  ( 1 9 48 ) found that a per son's a t t i t ude t oward an 
obj ect depend s on hi s va l ue s  and how i n strumental he be l i eves  the o bj ect  
is  for  the  a t t a i nment or b l ock i ng o f  these va l ue s .  Simi l ar l y� Rosenbe rg 
( 1 953 ) found that the be st pred i c t o r  o f  at t i tude was a combi ned mea sur e  
of value and i ns t rumental i t y .  Peak ( 1 9 5 5 )  d i s t i ngui she s  two t ype s of 
determinant s of a t t i t ude s: (1 ) the cogni zed i ns t rument a l i t y  of the 
obj ect of the at t i t ude for the attainment of var i ous consequence s; and 
( 2 ) the i nt e n s i t y  and the nature of the aff ett expected f rom the se 
consequenc e s . Atk i n so n  ( 1 964) , in s imp l er l anguage� say s ba sical l y  the 
same thi ng . He po stulates  that the amount of effort  an i nd i vi dua l will 
put i nt o  per formi ng effec t i ve l y  i s  a func t i o n  o f  two fac tor s--the 
perceptions  t he i nd i v i dua l ho l d s  about what r eward s ar e a s soc i ated with 
performi ng effec t i ve l y  and the  impo r t ance or attrac t ivene s s  o f  the 
r ewar d s  to the i nd i vidual . And Vroom ( 1 9 64) � in hi s theory o f  worker  
mo t i vat ion � conceptua l i z e s  the  pro b l em a s  the  i nd i vidua l  f aced with a 
set  o f  a l t er nat ive vo l unt ary behavi o r s  and a set  o f  a s so c i at ed out come s .  
The ro l e  occupant choo ses  one of the s e  al t ernat i v e s  depend i ng bo th on 
the out come he d e s i r e s  and hi s percept ion  of what behavior has the 
highe s t  probabi l i ty of l ead i ng to thi s out come . 
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Brayf i e l d  and Cro cket t  ( 1 9 5 5 ) seem to be amo ng the f i r st t o  
trans l ate expec tancy theo ry i nt o  t erms wh ich are useful for d e sc r i bi �g 
the r e l ationship between at t i tud e s  and per formanc e i n  the i ndust r i al 
s i tuat i on . Af ter  they had r epo rted the i r  revi ew of the var i ous stud ie s  
re l at i ng a t t i tud e s  t o  per formance they went o n  to make a percept i ve 
theo r e t i c a l  anal ysi s .  From thi s ana l y s i s  one o f  the i r  concl usions was 
a s  follows: 11 Sati sfac t i o n  wi th one ' s po s i t ion in a ne two rk o f  r elat ion­
shi ps  need not imp l y  str ong mot i vat i o n  to out stand i ng performanc e w i t h i n  
that syst em, and • . .  produc t i v i t y  may b e  only pe r i pher a l ly relat ed �o 
many of the goa l s t oward which the i ndus t r i a l  worke r  i s  s t ri v i ng . 11 
I t  seems c l ear from thi s quotat ion that Brayf i eld and C ro ck e t t  
are e s sent i a l l y  po stulat i ng a n  expect ancy-r eward ( path-goal) approach t o  
the analy s i s o f  t h e  r e lat ionship between at t i t ud e s  and per formanc e.  I f , 
i n  a given s i t uat ion  the emp loyee perceives produc t i v i t y  a s  lead i ng t o  
t h e  a t t a i nment o f  d e s i r ed goal s ,  a po s i t i ve r e l at i onship should exi s t  
between hi s a t t i tud e s  and performanc e . I f, however , he does not per­
ceive produc t ion a s  lead i ng t o  the s e  goals , then the r e  i s  no reason t o  
expe c t  such a h i gh r e l �t i on between these two var i able s .  
Emp i r i ca l  t e st s o f  thi s theory i n  the i ndustr i a l  s i tuat ion have 
been rar e .  Geo r gopo ulas et a l . ( 1 957 ) asked the i r  subj ec t s  to rate the 
i nstr umentali t y  of h i gh produc t i o n  �or the attainment of several goa l s; 
i . e .  9 mak ing mo re money i n  the l o ng run9 promoti on t o  a higher base 
rate , and get t i ng a l o ng wi th their worker s .  They found that tho se 
worker s  who perce i ved high produc t i v i t y  to be d i rec t l y  r e l at ed t o  the 
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attainment of these desi red goal s were the ones  who wer e the high 
produc e r s  on the j ob .  
Law l er ( 1 9 6 4, 1 9 66 ) a sked manager s  to rate several j ob factor s 
i n  t erms o f  the i r  re l at i ve impo r t ance i n  det ermi ni ng the i r  pay . Thr ee 
o f  the fac t o r s  were j ob performance fac tors; i . e . , qua l i ty o f  j ob 
performanc e, produc t i v i t y  on the j o b, and amount of effor t expended. I n  
the 1 9 6 4  study , Law l er found that the cont i ngency percept ions between the 
j o b per formance factor s and h i gh pay were rel ated t o  both e f fort  ( r  = . 34)  
and qua l i t y  o f  j ob per formance ( r  = . 1 5 ) . The 1 9 66 study was somewhat 
mo re comp l i cated as i t  inc l ud ed abi l i t y as a moderator var i ab l e .  Resul t s  
st i l l  conf i rmed that i t  wa s tho se manage r s  perce i v i ng a h i gh r e l at i on 
be tween j ob performance fac t o r s  and amount o f  pay who were r at ed h i ghest  
on per formance, but the r e l at io n  was  moderated by abi l i ty l eve l . 
O ther rec ent wr i t e r s  have a l so shown the ut i l i t y  of the expect ancy-
r eward approach t o  mot ivat ion . Cumm i ngs and Ga l braith ( 1 9 6 7 ) , i n  a 
study somewhat simi lar t o  Law l er ' s  ( 1 9 6 6 )  study , showed that d i f f e renc e s  
i n  produc t i o n  could b e  account ed f o r  b y  using a measure o f  the i n s t ru-
menta l i t y  of produc t ion for var i ous outcome s ,  and a measure of abi l i t y .  
G�<.s� "' 
Ga.e.fla ( 1969 ) a t t empt ed to exte nd some of the c o nc ep t s  i n  the Vroom 
mod e l ,  u s i ng the i nstrumental i t y  o f  var i ous behavio r s  as one of hi s 
measur e s . 
One propo s i t ion i n  near l y  al l o f  these stud i e s  wa s that i f  a 
r eward ( e . g . , pay or promo t i o n )  i s  d e s i red by a i nd i v i dua l , and he per-
ceives  that high produc t i o n  wi l l  l ead to thi s r eward, then the r e sul t 
i s  a highl y mo t i vated ind i vidual . That thi s f i nd i ng has va l id i t y  s eems 
t o  be evident from the re sul t s  of the stud i e s .  A second theme und e r l yi ng 
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mo st o f  these stud i e s  i s  that the r e  i s  not a d i rect  r e l at i on betwee n 
the i nd i vi dua l who i s  hi gh l y  mot i vated t o  produc e  and the act ual  qua l i t y 
o f  hi s j ob performanc e .  As was poi nted out i n  the 1 9 6 6  Law l er s t udy 
the i ns t rument a l i t y  o f  j ob performanc e factor s ( i . e . , h i gh produc t i o n , 
high e f fo r t )  to h i gh pay correl ated . 34 to rat i ngs on effort  but o n l y  
. 1 5 t o  actua l  qua l i t y o f  j ob performance . Thus , mo st autho r s  have 
po stul ated some t ype of moderat i ng effect  be tween the i nd i vidual ' s  mot i­
vat i on or effort to produce and actual  qual i t y o f  produc t i on . For 
examp l e , Geo r gopoul a s  et a l . ( 1 9 5 7 )  propo sed that the worker ' s  l eve l 
o f  expe r i e nc e  and the cond i t ion of mach iner y worked o n  affec t ed the 
qual i t y  of_ j ob performance. A l so , Law l er ( 1 9 6 6 )  and Cummi ngs and 
Galbr a i th ( 1 9 6 7 ) showed that abi l i t y l eve l was a moderator of j o b  
performanc e . 
I n  1 9 68 , Po r t er and Law l er propo sed the i r  mod e l  r e l a t i ng at t i t ud e s  
t o  performanc e .  I n  i t  they i ncorpor a t ed the two propo s i t ions d i scus sed 
above . Fi r st ,  they stated that mo t i va t i o n  r e sul t ed f rom the i nter­
action  of the va l ue o f  a r ewar d to the i nd i vidual  and hi s percep t i o n  of 
the probabi l i t y  that effort wi l l  l ead t o  thi s reward . I n  the mod e l  
thi s mo t i va t i o n  wa s expr e s sed i n  t h e  form of effor t . Second l y , they 
po stul ated that effort  wa s no t d i r ec t l y  r e l at ed t o  j ob performance but 
wa s mod erated by two var i ab l e s--the abi l i ty of the i nd i vi dua l and hi s 
ro l e  percep t i ons ( see Fi gure 1 ) .  As i n  o ther stud i e s  usi ng abi l i t y  a s  
a moderato r ,  t h e  author s  feel  that i f  the emp l oyee does  not have the 
abi l i t ie s  r equi r ed for hi s po s i t ion , then he i s  l ike l y  t o  perform hi s 
j o b  i ne f f e c t i ve l y  regard l e s s  o f  the effort  he exert s .  S imi l ar l y , i f  the 
r o l e  percept ions of what the emp l oyee think s  he should be doing do not 
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corre spond t o  hi s superior ' s  percept i on , ef fort wi l l  pr obab l y  be 
mi sd i r ec t ed and per formance would aga i n  be adve r s e l y  affected . Thus? 
accord i ng to the mod e l ,  ac tual j o b  performance depend s on the amount o f  
e f f o r t  exert ed, t h e  emp loyee's abi l i t y  to per fo rm hi s t a sk, and hi s 
r o l e  percept ions o f  r equi r ement s demanded by the task . Porter  and 
Lawler  concede that there are many e nvi ronme nt a l  fac t o r s  that al so 
i nt er vene to i nf l uence the r e l at i onshi p o f  effort to per formance ( e.g . ,  
cond i t ion o f  the equi pment , wo rking cond i t i ons , loc al e of the fac tory , 
e t c . ) .  However , they do not take the s e  f actor s i nto account because 
they repre sent " spur i ous" factor s in under stand i ng the p sycho logi c a l  and 
human d e t e rminant s of per formanc e . 
To t e s t  thi s theory r e l a t i ng a t t i tude s  and per fo rmance , Por t er 
and Law l e r  used a var iety  of manager s  represent i ng both government and 
i ndustry . The r eward used i n  the study wa s pay . Que s t ionna i r e  inf orma­
t ion wa s obtained for each of the var i ab l e s  propo sed i n  the mod e l  with 
the exception  of abi l i t i e s , whi ch was omi t t ed from the s tudy. To obtain 
data on the va l ue o f  the r eward, que s t ions  concerni ng the impo rtance o f  
pay to t h e  manager w e r e  a sked . To co l l e c t  data r e l at ed t o  the perceived 
effor t-reward probabi li t y, que st ionna i r e  i nformat ion  wa s obtained o n  how 
c l o s e l y  the manager f e l t  hi s pay wa s based on j ob performance fac t o r s; 
i . e . , produc t i vi ty on the j ob .  To co l l ect  data on effort,  and a l so on 
performanc e , se l f  rat ings and rat i ngs by super i o r s  were obtained . 
The ro l e-per ception var i ab l e  i nve s t i gated was the i nner-o ther 
d i re c t ed dime nsion ( i . e. ,  i ndependence v s . conformi t y )  d e scr i bed by 
Ri e sman ( 1 9 50 ) .  Data o n  thi s d ime nsion  were c o l l ec t ed by means of 
que s t i onna i r e  i t ems deal i ng wi th i nner and o ther d i r ec ted behavior 
requi r ement s .  
1 1  
Re sul t s  general ly suppo r ted the pr ed i c t ions wh i ch f l ow from the 
por t i o n s  o f  the mod e l  descr i bed . Manager s  who saw pay c l o s e l y  r e l at ed 
t o  performanc e factor s received h i gher e f fort  and per formance rat i ngs 
than ma nage r s  who did  no t see such a c l o se re l at ionshi p . Al so , thi s 
r e l at i o n  between va l ue of r eward and expec tancy that performanc e fac t o r s  
wi l l  l ead t o  r eward i s  mor e  c l o s e l y  r e l ated to effort  rat i ngs than t o  
performanc e rati ngs . Fur thermo r e , t h e  s t ronge st r e l at ionship  between 
percep t i o n  o f  pay be i ng based on per formance factor s and the measur e s  o f  
e f f o r t  exi s t ed f o r  tho s e  manager s  who attached t h e  grea t e s t  va l ue t o  
pay a s  a reward . 
I n  the pre sentat i o n  of thi s theor e t i c a l  mod e l  Porter  and Law l er 
al so sugge s t  several  l i ne s o f  further r e search . One aspect whi ch wa s 
a l mo s t  comp l e t e l y  l acki ng i n  the i r  study wa s any measure o f  abi l i ty o f  
the r o l e  occupant s .  A l so , the measur e s  of ro l e  per ceptions  were 
l imi t ed so l e l y  to the ro l e  occupant s wi th no measure o f  the i r  supe r i o r s ' 
percept ion of corr e c t  ro l e  behavi o r . Third l y , the s tudy wa s concer ned 
w i th the i nve s t i gat ion of o n l y  one r eward , i . e . , pay. And f i na l l y , the 
author s  sugge s t  that such a mode l should be app l i ed to o ther popul ations  
t o  determine it s ge neral izabil it y . 
I ll. STATEMENT OF THE PROBLEM 
The purpo se of thi s s tudy i s  to app l y  a mod i f i ed ve r s i on of the 
Porter-Law l e r  mod e l  r e l at i ng at t i tude s  and per formance t o  the t r ai nee s 
at a manpower deve lopment pro j ec t .  The study wa s d e s i gned t o  answer 
several of the r e search que st ions  rai sed by the Por t e r-Law l er study as 
we l l  a s  provi d i ng useful i nforma t i o n  for the t ra i ni ng program. 
I V. HYPOTHESES 
Rewar d s  and Perceived Performance-Reward Probabi l i ty 
Due t o  the d i ff er e nce s i n  the natur e  o f  the popul a t i o n  to be 
stud i ed i n  thi s project f rom that in the Port er-Law l er s t udy� it was 
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f e l t  that d i f f e r ent rewards o r  out come s wou l d  be impor t ant a s  i ncent i v e s  
to t h e  t r a i ne e s. I n  other word s , such t r ad i t i onal r eward s a s  pay , 
promo t ion , e t c . ,  would  no t be vi ewed a s  impo r t ant outcome s i n  the t r a i n­
i ng s i tuat i on. Fur thermore , because previous evidence ident i f i ed a 
number o f  sal i ent  reward s  a s  hav i ng mot i vat i ng va l ue i n  the t rai ni ng 
proj ect , i t  was decided t o  t e st the mode l u si ng seve r a l  d i fferent r ewards. 
Thu s , i n s t ead o f  t e st ing the pred i c t ions o f  the mode l for one reward 
( e . g . , Por ter  and Law l e r  used o n l y  pay ) , thi s study t e s ted the pred i c­
tions o f  the mod e l  for  four di fferent reward s .  The se i nc luded graduat ion  
from the  program , grade s� get t i ng a be t te r  j ob , and maki ng more mo ney 
in the l o ng r un. S i nce a l l the se r ewards appeared to be po s i t i ve 
i ncent i ve s , it  was  be l i eved that the best  pred i c t i ons  o f  t r a i nee behav i o r  
cou l d  be mad e by comb i ni ng mul t i p l i cat i ve l y  a l l t h e  r eward s al ong with 
their r e spect ive per formanc e-r eward probabi l i t i e s. Whi l e  be i ng co ngruent 
wi th the Por t er-Law l er mode l , thi s approach a l so a l l ows tak i ng i nt o  
ac count mor e  than one r eward at a t ime ( i . e . , Porter  and Law l er i nv e s t i ­
ga ted o n l y  pay ) . Thi s  would seem a mo re rea l i st i c approach a s  c e r t a i n l y  
the t rainees are s t r i ving f o r  more than one r eward w i t h  varyi ng degrees  
o f  i ntensity  and wi th d i f f e r i ng percept ions o f  how t rai ni ng performance 
will l ead to the various r eward s .  
I t  should a l so be not ed that i n  the p r e sent study ther e has bee n  
a change i n  t ermi no l o gy from t h e  1 9 68 Po r ter  and Law l er study . I n  the 
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1 9 68 study Porter and Law l er hypothe s i z ed an i nterac t ion  between the 
value o f  r ewar d s  and the percei ved e f for t-reward probabi l i ty ,  whi l e  i n  
the pre sent study thi s l at t e r  var i ab l e  i s  referred t o  a s  the perc e i ved 
performanc e-r eward probabi l i t y . Thi s change in t e rmino l ogy was thought 
nece s sary to r e f l ect  the fact that the trainee was a sked mor e  than hi s 
percep t i o n  o f  the r e l at i onship be tween effort  and obt a i n ing a d e s i r ed 
r eward , he was a sked the same que s t ion  about other t ra i ni ng factor s 
( e . g . , sho p and c l a s sroom performanc e )  a s  we l l .  
To spe c i f y  how the r eward s and the performance-r eward probabi l i t ie s  
comb i ne t o  det ermi ne behavi or , Vroom ' s ( 1 964) concept o f  force  was 
i ntroduced . Acco r d i ng to Vroom ' s propo s i t ion the force on a perso n  to 
engage in spec i f i c  behavior i s  a monotoni cal l y  i ncrea s i ng func t i o n  o f  
the sum o f  the produc t s  of the va l ue of a l l r ewards and the strength o f  
hi s expec tanc i e s  that the behavior wi l l  be fol l owed by the attainment o f  
these rewar d s . I n  terms of the pr e sent study thi s w a s  expr e s sed a s  
fo l l ow s: 
Fo rce  to  per form effec t i ve l y  i n  the traini ng program = 
f [ r ewards � ( val ue o f  r eward X per cei ved per formanc e-r eward 
probabi l i t y ) ] 
The force on the trai nee i s  thus det ermined by h i s  at t i tud e s  towards the 
various po s s i b l e  r ewards of the t rai ni ng program and h i s  percept ion  o f  
the probabi l i t y  that these r eward s  a r e  determined b y  t raini ng per fo rmanc e 
facto r s . The pred i c t ions made for the s e  var iabl e s  were s imi l ar to  tho se 
in the Porter-Law l er study with the except ions j ust  d i scussed . 
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Pred i c t ions . l-a--The stronger the force o n  the t rai nee ( the 
sum of the produc t s  of performanc e-r eward probabi l i t y  and r eward va l ue )  
t o  per form effe c t i ve l y  i n  the t ra i n i ng program , the h i gher h i s  sco re o n  
ratings o f  effort  and overa l l t raini ng per formanc e. 
I-b--The force on the t rai ne e  to perform effec t i v e l y  i n  the 
t raining pro gram wi l l  be mor e  c l o se l y  r e l at ed to the supe rvi so ry rat i ng 
o f  h i s  effort than to the r at i ng o f  hi s o vera l l  t rai ni ng performance . 
Abi l i t i e s  
I n  the theor e t i cal  mode l pre sented by Porter and Law l er , an 
impo r tant moderat i ng i nf l ue nc e  between the amount of effort  exerted and 
the ac tua l  performanc e was abi l i ty of the r o l e  occupant . Howeve r ,  i n  
t e s t i ng the mod e l  wi th manager s  n o  mea sur e s  o f  abi l i ty were o btai ned . 
That thi s modera t i ng i nf l uence should be o f  impo r t ance i s  
i ndicated i n  several ear l i e r  stud i e s  ( Fre nch , 1 9 57 ; F l e i shman , 1 9 58 ; 
Vroom , 1 9 60 ; Law l er , 1 966 ; Cummings and Ga l brai th , 1 9 67 ; and Car l so n ,  
1 9 69 ) . For examp l e , Law l er ( 1 966 ) used se l f-rat i ngs t o  measure the 
extent to whi ch an i ndividua l perc e i ve s  h i s  pay a s  conti nge nt on hi s j ob 
perfo rmanc e , and superio r ' s  rank orde r i ngs of abi l i t y and j ob performanc e . 
H e  found h i gher cor r e l at ions  between pay cont i ngency a t t i t ud e s  and j o b  
performance f o r  indi vidua l s  eva l uated a s  being higher qua l i f i ed than 
for i nd ividua l s  ranked as l e s s  qua l i f ied . I n  a s imi lar study , Carl son 
( 1 969 ) po stulat ed that the degree o f  j ob f i t , or the ext ent t o  which an 
i nd i v idua l ' s  pat tern  of abi l i t i e s  i s  cons i stent w i th abi l i t i e s  requi r ed 
for the j o b ,  wi l l  moderate the r e l at i on ship be tween j o b  sat i s fac t ion 
a t t i t ud e s  and j ob per formanc e .  U s i ng the General  Apt i tude Test  Bat t ery 
( GATB )  to mea sure i nd ivi dua l  abi l i ty l eve l and the Wo rke r  Trai t 
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Requi r ement ( rat i ngs of j ob requi rement s i n  t e rms o f  GATB abi l i t y  
d imensions  for 4 , 000 d i ffer ent j obs ) to e s tabl i sh est imat e s  o f  abi l i t i e s  
required by the j o b  task s ,  measur e s  o f  the cor r e spond ence between the se 
two i ndexes  were obtained for bo th b l ue and whi t e  co l lar wo rker s .  
Car l so n ' s  r e sul t s  showed s i gn i f i cant po s i t ive corre l at i ons between j ob 
sat i s fac t ion and j o b  performance for i nd i vidua l s  wi th h i gh abi l i ty cor­
r e spondenc e , and no nsigni f i cant c o r r e l ations for i nd i vidual s wi th l ow 
l eve l s  o f  abi l i t y  corre spondence . 
S i nc e  the s e  stud i e s  i nd i cate that abi l i t i e s  are  o f  impo rtanc e i n  
the r e l at i o nshi p  between att i tude s  and performanc e , and because Po rter  
and Law ler  i nc l ud e  i t  in  the i r  theo r e t i c a l  mod e l , i t  seemed d e s i rab l e  
that a n  ab i l i ty mea sur e b e  i nc l ud ed a s  a moderator i n  thi s s t udy . 
· Pred i c t ions . li--The r e l at i o nship  between e f fo r t and performanc e 
wi l l  be greater for  tho se t rai nee s h i gh i n  abi l i t y  than for tho se 
traine e s  l ow in abi l i t y .  
Ro l e  Percept i o n s  
Ac cord i ng to t h e  Por t er -Law l er mod e l ,  t h e  appropriatene s s  of an 
i ncumbent ' s  r o l e  percept ions has an impo r tant i nf l uence on the qua l i t y  o f  
hi s j o b  performanc e . They po i nt out that regard l e s s  of a n  i nd i v idua l ' s  
l evel o f  effor t , i f  hi s ro l e  percept i o ns are i naccurate, then hi s per­
formance is l ike l y  to be mi sd i r ected . 
The ro l e  perception d ime nsion mo st  fr equent l y  stud i ed has bee n  
the i nner-other-d i r ec ted d imen sion  f i r st ment i oned b y  R i e sman ( 1 950 ) ,  
i n  hi s book; The Lopely C rowd . · The suc c e s sful emp loyee was seen a s  
be ing other-d i r e c t ed; in  other word s ,  he w a s  a n  i nd i v idual who wa s 
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supe r s e n s i t ive t o  the thinki ng and d e s i r e s  o f  o ther i nd i vidua l s .  
Desp i t e the popu l ar i t y  o f  the se ideas , the l i t t l e  emp i r i c  r e search whi ch 
has bee n per formed has produced r e su l t s  contrary t o  Re i sman ' s  cont e nt ion 
about the suc c e s s  of the other-d i rec ted i nd i vi dua l .  For examp l e , i n  
stud i e s  b y  F l e i shman and Pe t e r s  ( 1 9 6 2 ) , Roadman ( 1 96 4 ) 9  Por ter  ( 1 964) , 
Bar re t t  ( 1 9 66 ) , and Porter and Law l er ( 1 9 68 ) , the mo s t  h i gh l y  rated 
i nd i vidua l s  were tho se charac t e r i zed a s  being high o n  o r i ginal i ty , i nd e­
pendent o f  thought , aggr e s sive , and se l f  expre s s i v e . 
One s im i l a r i t y  of al l these stud i e s  i s  that they deal  wi th 
manager i a l  popu l at ions . I t  wou ld be of i nterest  to k now if ident ical  
ro l e  percept ions l ead to suc c e s s  in  other po pu l at ions . Fo r examp l e , i n  
the t r a i n i ng s i tuat ion the t rai nee i s  be i ng t aught the fundamental ski l l s  
i n  a part i c u l a r  i ndu s t r i a l  occupat ion . I t  wou l d  seem that h i s  percep t i o n s  
o f  appropr iat e behavior f o r  suc c e s sful  performanc e wou l d  b e  qui t e  d i f­
ferent than a work i ng manqger .  Perce i v i ng h i s  ro l e  as be i ng r e l at i ve l y  
mo re d ependent upon the supervi sor , h e  probab l y  wou ld not expre s s  a 
manager ' s  o r i g i nal i t y  and i ndepend e nc e , but rather wou l d  t r y  to imi t a t e  
and mod e l  h i s behavi o r  after  o ther s .  I t  s eems logical , therefor e ,  that 
the t rainee wou l d  have a much l e s s  i nne r-d ir ec ted a t t i tude . 
S imi l arl y ,  the immed iate  superv i so r  o f  the t r a i ne e  wou l d  probabl y  
have a d i f ferent i mage o f  the ro l e  behavior o f  the t ra inee than that o f  
t h e  immed i at e  supervi sor o f  a manager . I t  i s  l ike l y  t ha t  t h e  trai n i ng 
supe rvi sor wou l d  deempha s i z e  i ndepend e nt action  by the t rainee and put 
more s t r e s s  on cooperative and subm i s s ive re sponses  t o  the i nstruc t ions  
given.  
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A l though corre spond enc e  between the performance s t y l e s  ( ro l e  
per c ep t i o n s )  o f  the supe r v i so r  and hi s subord i nate we re no t anal yzed i n  
the 1 9 68 Por ter and Law l er s tudy , Ba r r e t t  (1 9 6 6 )  has shown a r e l at i on 
between the s e  var i abl e s  and supe rvi sory rati ng, Thus , a mea sure o f  the 
corre spondence between the t rai nee ' s  ro l e  perception of suc c e s s ful 
behavior in the t r a i ni ng program and that of hi s supe r i o r  was i ncorporated 
i nto the s tudy . 
P r ed i c t ions . I ll-a--The h i gher the c o r r e spond ence between the 
r o l e  per ceptions o f  the t r a i nee and tho s e  of hi s immediate  supervi so r  
regard i ng appropr i at e  t ra i nee behavior , the h i gher w i l l  b e  the supe rvi sory 
rat i ng for the t ra i ne e . 
COROLLARY : The mo r e  trainees see the i r  r o l e  a s  d emand i ng i nner­
d i rected behavio r ,  the l ower they wi l l  be rated on qua l i t y  of perfo rmanc e . 
l l l-b--The r e l ationship between effor t and pe r formanc e wi l l  be 
greater  for tho se t raine e s  with h i gh agreement w i th the i r  superv i so r s  on 
r o l e  percept ions than for tho se t rainees  w i th low agreement . 
Abi l i ty and Ro l e  Per cept ions  
Al though Por t e r  and Law l er ( 1968) did no t make any specif ic  
hypo the s e s  conc e r ni ng the combi ned effec t s  o f  moderat i ng on abi l i t y-and 
r o l e  percept i ons , to do so would seem to be a l ogical  ex t ension of the i r  
mode l . I t  woul d  b e  expec t ed that i f  a t rainee was expend i ng a h i gh 
amount o f  effort  on a cer tai n task , was high on the abi l i t y  r equi red for 
that task , and was d ir ec t i ng hi s effo r t  in appropr iate  behavior , then 
the i nt er a c t i o n  of these three var i ab l e s  should be r e f l ected i n  high 
performanc e . 
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Pred i c t ion. I V--The r e l at i onship  between effor t and performanc e 
wi l l  be great e s t  for tho se t rainees who have the h i ghest  abi l i t y  and 
the mo s t  appropriate  rol e percept i o n s. 
CHAPTER I I  
METHOD 
I.  RESEARCH S ITE 
The t rainees stud i ed in  the pre sent i nvest i ga t i o n  at t e nded a 
manpower d ev e l opment proj ect  l ocated i n  O ak Ridge , Tenne s see . The mai n  
obj e c t i ve of the pro j ec t  i s  t h e  t rai ning o f  unemp l oyed o r  und eremp l oyed 
i nd i vidua l s for j ob entry l eve l work in s i x  vocational  f i e l d s  ( machi ni ng , 
we l d i ng ,  mechani c s , physical  t e s t i ng ,  e l ectroni c s ,  and d r af t i ng ) . 
Admi s s ion t o  the program i s  ba sed pr imar i l y o n  f i nanc i a l  hi story , but 
o ther fac t o r s  such as educat ion , e thnic group , age and phy s i c al cond i t io n  
are considered a l so .  I ns t ruc t i o n  i s  car r i ed o n  i n  bo th the c l as sroom and 
the shop , w i t h  the average l ength of t ime to comp l e t e  the t raini ng being 
approximat e l y  s i x  months . 
I I. SUBJECTS 
The subj ec t s  stud i ed wer e  97 i ndus t r i a l  t r a i ne e s  who were 
attend i ng the above program dur i ng J anuary o f  1 970 . The 97 subj ec t s  
repre sented approximat e l y  9 3  percent o f  the total  popu l at io n  i n  tra ini ng 
at that t ime . O f  thi s group , over 90 percent were mal e ,  approxima t e l y  
45 percent were non-wh i t e , and 7 5  percent were c l as s i f i ed a s  d i sadvantaged .
1 
1
To be c l as s i f i ed a s  d i sadvantaged a trainee had to mee t  o ne o r  
mor e  of the f o l l owing c r i t e r i a: ( 1 ) f ami ly i ncome be l ow certain  mi nimum; 
( 2 ) member o f  mino r i t y  e thnic group; ( 3 )  phy s i c a l l y  hand i capped; and 
( 4 ) non-h i gh schoo l graduat e .  
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The ave rage age for the samp l e  was 2 1 . 1 5 year s and the average 
educat ional l evel  was j us t  und e r  the twe l th grade ( 1 1 . 8 3 ) . 
I l l. MEASUREMENT S  
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The var i abl e s  which r equi red measurement were va l ue of reward , 
pe rformanc e-r eward probabi l i ty , ro l e  percepti ons , abi l i t y , effor t , and 
performanc e . The f i r s t  four of the se mea sur e s  were obtai ned by the 
author f rom the trainees  dur i ng the i r  c l as sroom s e s s i ons . The measur e s  
of effort  and overal l perfo rmance were obtained from the supe rvi sor s 
whenever the i r  schedules  a l l owed , but i n  the same ge ner a l  t ime per iod a s  
t h e  gathe r i ng o f  t h e  t rainee d at a .  
Va l ue o f  Reward 
S i x  po s s i b l e r ewards  appeared to be r e l at ed to performance i n  
the t r a i n i ng cour se . The se i nc l uded graduat ion  f r om the program , get t i ng 
good grade s ,  get t i ng a good j ob ,  mak i ng more mo ney i n  the l o ng r un , pay 
duri ng tra ining , and get t i ng a l o ng with f r iend s  and i n s t ruc to r s .  I n  
order t o  det ermine the impo r t ance o f  the se rewards  the t r a i ne e s  were 
a sked t o  rank them in order o f  preference ( see Append i x  A) . The re-t e st 
r e l i abi l i t y  o f  thi s  ranking after  two week s was . 7 4 ( N  = 40 ) .  Two o f  
these r ewards--pay dur ing t rai ning and ge t t i ng al o ng w i th f r i end s and 
i ns t ruc t o r s--were not used fur ther i n  the ana l y s i s  a s  they served a s  
i l lust rat i o ns dur i ng t h e  admi ni strat ion o f  the performance-r eward 
que s t i onna i r e . 
Perfo rmance-Reward P robabi l i ty 
Three i t ems were d e s i gned to measure the amount o f  i mpo rt ance the 
trainee fe l t  was attached to traini ng performanc e f ac t o r s  in determi ni ng 
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each o f  t h e  r ema i ning four reward s .  The three i tems were qua l i ty o f  
c l as sr oom performance , qual i ty o f  shop performance , and amount o f  e f for t 
expended i n  t raining . Each i t em was fo l lowed by a seven po i nt sca l e  
with the ad j ec t i ve 1 1 impo r t ant11 c o r r e spo nd i ng t o  the numbe r  seven o n  the 
sca l e  and • • unimpo r tant • •  co r r e spond i ng to the numbe r  one ( see Append ix B ) . 
A l l t r ainees were a sked to rate how impo r tant they f e l t  the three i tems 
wer e in determining e ach of the four reward s .  For examp l e , each t r ai ne e  
w a s  a sked t o  rate h i s  percept ion  o f  the impo rtance o f  c l as s room per­
formanc e t o  graduation from the t r a i n i ng program ,  then to rate h i s  
percept ion o f  the impo r tance of shop performanc e t o  gradua t i o n , and 
f i nal l y ,  hi s perception  of the impor tance of expend i ng effor t to gradu­
at ion f rom the program .  The degree o f  r e l at ionship among the three i tems 
for the four r eward s i nve s t i gated are l i sted in Tab l e  1 .  I t  can be 
seen that w i th the excep t i o n  of two i ntercorre l at i o n s  the degree o f  
homog=ncity among the thr ee. i t em s  i s  qui t e  high f o r  a l l r eward s ,  i nd i c at­
ing there is  a considerab l e  amount o f  common var iance . Thus , i t  was 
dec ided to comb i ne the thre e  i t ems in  order to create a compo s i te i ndex 
of the percei ved probabi l i t y that performanc e would l ead to a certain  
r eward . T hi s i ndex wa s c reated by summing each t ra i nee•s r e spon s e s  t o  
t h e  three per formanc e i t ems f o r  each r eward . The h i gher a trainee scored 
on thi s i ndex , the h i gher the percei ved probabi l i ty tha t  for him the 
r eward ( e . g . , ge t t i ng a good j ob )  depended on per formanc e factor s .  The 
re-test  r e l iabi l i t y  of the perfo rmanc e-reward probabi l i t y  rat i ngs after  
two week s  was  . 70 (N  = 40 ) .  
Quest .  
Que s t . 
Quest . 
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TABLE 1 
CORRELATIONS AMONG I TEMS DES IGNED TO MEASURE THE TRAI NEE ' S  
PERCEPT ION OF THE IMPORTANCE OF PERFORMANCE FACTORS 
IN DETERMIN ING VARIOUS TRAIN ING REWARDS 
Grad . from 
t r a i n i ng 
Q . 2 Q . 3  
Good 
gr ad e s  
Q .  2 Q . 3 
Ge t t i ng a 
good job 
Q . 2 Q . 3 
Mak i ng mor e  
money 
Q . 2  Q . 3 
1 Qua l i t y  . 6 2* . 59* . 58*  . 6 7* . 48*  . 3 3* . 48* . 24* 
o f  C l a s s  
Per f .  
2 Qual i ty . 6 4* . 67* . 6 9* . 49* 
of Shop 
P er f . 
3 Amount o f  
Ef for t 
Expended 
*S i gni f i cant at . 01 l eve l . 
NOTE: N = 97 . 
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Ro l e  Percept i ons  
Twe l ve perfo rmance i t ems were  const ruct ed to measure the r o l e  
percept ions o f  the t rainee s and the i r  immediate supervi sor s .  The s e  
i t ems were d e s i gned to par a l l e l  t h e  pe r sonal i t y-t ype t ra i t s  used i n  the 
Po rter and Law l er study ( 1 968 ) , but with the i tems in s imp l er language 
and in mo r e  co ncrete form . The twe l ve i tems are l i sted be l ow in the two 
theore t i ca l  clus t e r s  used in the ana l y s i s  of the r e sul t s : 
I nner-d i r ected performance i t ems . 
Wo rks i nd ependent l y , wi thout ask i ng for he l p  o f  other t ra i nee s .  
Deve l op s  nov e l  so l ut ions t o  pro b l ems . 
Ri sks disp l easure of o ther t raine e s  i f  nece s sary to get  hi s 
work done . 
Suggests new methods for d o i ng hi s work . 
At tempt s t o  i nf l uence supervi so r • s  thi nk i ng whe n  he think s  he 
i s  in the r i gh t . 
Tak e s  on added re spons ibi l i t y w i th i ncr ea s i ng l ength o f  t ime i n  
t ra i n i ng .  
O the r-d i r ected pe rformance i t ems . 
Uses  caution i n  exper iment i ng w i th new technique s  and procedure s .  
Fo l lows h i s  superv i so r • s  i n s t ruct ion  cl o se l y .  
Go e s  a l o ng with the maj o r i ty o f  o ther t rainees  i n  the solution  o f  
new prob l ems . 
F requent l y  d i scus s e s  progr e s s  o f  hi s work with supervi sor . 
Wi l l i n g l y  and quick l y  asks for adv ice when he need s i t . 
Wo rk s co ope r a t i ve l y  wi th other trainees and super v i so r s . 
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The s e  i t ems were pre sented in  a que s t ionnai r e  i n  a random order 
( s ee Appe nd i x  C ) . Each t r a i nee was a sked to rank the s e  t r ai t s  f rom 1 to 
1 2  in order o f  the i r  impo rtance for hi s achieving suc c e s s  in the t r aining 
program . Each superv i so r  was a l so a sked to rank the se i t ems from 1 t o  
1 2  accord i ng t o  hi s percept i on of the i r  impo r t ance for t r ai nee suc c e s s  i n  
t h e  program .  F rom the se two r ank i ngs a Spearman rho cor r e l at ion was 
computed . Thi s score ( agreement sco r e ) served a s  an i ndex of the s imi l ar­
i ty i n  percep t i o n  be tween t r ai nee and supe rvi so r  of correct  r o l e  behav i o r  
i n  the t ra i n i ng program .  The r e-t e s t  r e l i abi l i t y  o f  the rank i ng o f  the 
t r ainee s after  two week s was . 7 3 ( N  = 40 ) , and o f  the supe rvi sor s . 7 6 
( N  = 8 ) . 
Ab i l i t y  
From t h e  per sonne l reco r d s  o f  t h e  training program s c o r e s  from 
three paper and penc i l  t e s t s  were c o l l e c t ed for each t rai nee . The se 
three t e st s were the O t i s  I nt e l l i gence t e s t , the Co1l ege Qua l i f icat ion 
test ( nume r i c a l ) ,  and the Be nnett Mechani cal Comprehens i o n  t e st . The 
s e l ec t io n  of the se three t e s t s  was ba sed on the fact that they were 
general ap t i t ude t e st s and that they exami ned re l at i ve l y  d i f f erent areas 
of the trainee s '  compe tence . The i nt ercorre l at ions amo ng the se three 
t e s t s  are shown i n  Tab l e  2 .  
To simp l i fy computat ional procedur e s  i n  const ruc t i ng the mea sure 
o f  abi l i t y , each o f  the thr e e  s e t s  of scores was conver ted i nto s tandard 
sco re s .  Then the three s t andard sco r e s  repre sent i ng each t r a i nee ' s  t e s t  
performanc e were added together giving one compo s i t e  abi l i t y  score . 
TABLE 2 
CORRELATI ONS AMONG THE APT ITUDE TESTS USED 
AS ABILITY MEASURES OF THE TRAI NEES 
1 .  O t i s  I nte l l i gence Test 
2 .  The Col l e ge Qual i f i cat ion 
Test --Nume r i ca l  
3 .  The Benne t t  Mechanic a l  
Comp rehen s i o n  Test 
NOTE : N = 97.  
T .  2 
. 45 
2 5  





The amount of effort  expended by e ach t r a i ne e  was measured by 
supe r v i so r y  rat i ngs. Each supe rv i so r  was asked to  rate on a seven po i nt 
scal e the amount o f  effor t exer ted by each o f  the t r a i ne e s  under h i m .  
The supervi sors  w e r e  qua l i f i ed to d o  thi s a s  each organized h i s  trainee s '  
shop or  lab work , and i n  mo s t  c a s e s  taugh t the se trai ne e s  one or  mo r e  
cour se s. On the rat i ng sca l e  a score o f  one i nd i c ated v e r y  l ow e ffor t , 
whi l e  a score o f  seven co r r e spond ed to supe r i o r  effo r t ( se e  Append i x  D ) . 
The supervi sory r at i ngs were then co nver ted into stand ard scor e s . Thi s 
procedure was used to  contro l for  d i fferenc e s  i n  the f r ames o f  r e f e r ence 
among the e i ght superv i sor s . The t e s t-r e t e s t  re l iabi l i ty of effor t 
rat i ngs after  two weeks was . 8 6 ( N  = 40 ) .  
T raining Perfo rmanc e 
T r a i nee perfo rmance was a l so mea sured by supe r v i sory r at i ngs . 
Each supe r v i sor was asked to rate on a seven po i nt s c a l e  the qua l i t y  o f  
the over a l l t ra i ning performanc e o f  e ach of hi s t r a i ne e s . O n  the 
rat i ng sca l e  a score of o ne indi cated very poo r per formanc e whi l e  a score 
of seven c o r r e spo nded to supe r ior  performance ( s ee Appe nd i x  D ) .  The 
r a t i ngs we re conve r ted into st andard scor e s  to  correct  for any d i f fer­
enc e s  i n  the  supe rvi so r s' f r ame s o f  r e f e rence . The  t e s t-r e t e s t  re l i a­
bi l i ty o f  the perfo rmance rati ngs after  two week s  was . 83 ( N  = 40 ) . 
The means and standard deviat ions o f  the five  var i ab l e s  used i n  
the study a r e  p r e se nted i n  Tab l e  3 .  I t  w i l l  b e  no ted that f o r c e  score s 
are i nc l ud ed i n  thi s tab l e .  As was d e s c r ibed i n  the i nt roduc tory section  
the  force o n  the  i nd ividua l to  engage in  spec i f ic  behav i o r  is  a 
TABLE 3 
MEANS AND STANDARD DEVI ATIONS OF THE 
VARIABLES USED IN THE STUDY 
Var i ab l e 
1 .  Fo rce 
2 .  Abi l i t y  
O t i s 
3 .  
4 .  
5 .  
Co l l ege Qua l i f i cat ion-­
Nume r i c a l  ( Max . Scor e-50 ) 
Benne t t  ( Max . Score-60 ) 
Comb i ned Abi l i t y  I ndex 
Ro l e  Percept ions  
Agr e ement Sco r e s  
I nner-Di r e c t ed Sco r e s  
Effor t 
Over a l l Per formanc e 
NOTE : N = 9 7; r = rho . 
Mean 
1 44 . 1 
9 5 . 4  
1 5 . 1 
3 1 . 9  
1 50 . 5 
r = . 03 
28 . 9  
5 1 . 1  
50 . 8  
27  
S.D. 
58 . 07 
1 0 . 7 2  
6 . 54 
1 2 . 02 
24 . 02 
1 4 . 50 
5 . 7 6 
9 . 46 
9 . 88 
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mono tonica l l y  i nc reas ing func t i o n  o f  the sum o f  t h e  produ c t s  of the 
value of a l l reward s  and the strength of hi s expectanc i e s  that the 
behavi o r  w i l l  be fo l l owed by the attainment of the se reward s .  Thu s , 
the force  score for  e ach trainee was computed by u s e  o f  the fo l l ow i ng 
formu l a : 
reward s 
� ( value o f  r eward X perfo rmanc e-r eward probabi l i t y ) . 
CHAPTER I I I  
RESULTS 
I .  REWARDS AND PERCEIVED PER FORMANCE-REWARD PROBABILITY 
The f i r s t  hypo the s i s  ( I -a)  s t ated that the stronger the force  o n  
the trai nee to perform effec t i ve l y  i n  the trai ni ng program , the h i gher 
h i s  rat i ng on effor t and qua l i t y  of over al l t rai ning per formance . To 
[ r eward s  
test  thi s hypo the s i s the sum o f  the product score s � ( value of 
r eward X performanc e-reward probabi l i t y ) ] was computed for each t r a i nee 
o n  the four reward s u sed in the study . The med i an o f  thi s d i s tr i bution 
was  then u s ed to d i vide the trainees  i nto two group s .  The group above 
the med ian was the h i gh force group whi l e  tho se t r ai ne e s  be l ow the med i an 
were considered l ow i n  for ce . 
The effort  rat ing s  and rat i ng s  o f  overal l pe rformanc e were 
recorded for each group and the mean scores  are presented in Tab l e  4 .  
I t  can b e  seen that the f i r s t  hypothe s i s  was suppo r ted . Tho se t r a i ne e s  
with the h i ghest  f o r c e  s c o r e s  a r e  c l ear l y  supe r i o r  to t h e  l ow group i n  
both amount o f  effor t expend ed i n  the training and t h e  qual i t y  o f  the i r  
over a l l performanc e .  The d i fferenc e s  between the two group s for both 
e f fo r t  ( t  = 4 . 2 1 ; d . f .  = 95) and overa l l per fo rmance ( t  = 2 . 68; d . f .  = 9 5) 
were s i gni f i cant at the .005 l e ve l . 
The second hypothe s i s  ( I -b)  stated that the force o n  the trainee 
to perform e f fec t i ve l y  wou ld be mo r e  c l o se l y  re l at ed to the rat i ng s  o f  
effor t than to t h e  rating o f  overal l performanc e . T o  t e s t  thi s 




MEAN SUPERVISORY RATINGS OF E FFORT AND OVERALL PERFORMANCE 
FOR TRAINEES HIGH AND LOW IN FORCE 
Rat i ng s  Rat i ng s  
Fo rce of of 
Group Effort  Per formanc e 
-
X 5 4 . 9 1  53 . 47 
H i gh cJ 8 . 23 8 . 9 3 
N 48 48 
X 47 . 44 48 . 2 6 
Low 0 9 . 20 1 0.1 6 
N 49 49 
force scor e s  and superVi sory r atings of trai nee effort  and overa l l 
per formanc e . The co r r e l at ion between force scor e s  and effort  wa s .45 
( p  > . 00 1 ) , and the cor r e l at i o n  between force sco r e s  and overa l l 
performanc e was . 2 4 .  Al though the d i f f er ence between the cor r e l at io n s  
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did  not r each stat i st i cal s i gni f i canc e9 the r e l at i ve s i ze o f  the cor­
r e l at io n s  i ndicate a stronger r e l at io nshi p  between the t rai nee s '  force 
sco r e s  and effort  �han between the i r  force scores and overa l l perfo rmance . 
I I .  ABILITY 
The mod e l  u sed in thi s study pred i c ted that the abi l i t y  l eve l o f  
t h e  t r�inee wou l d  i nf l uence the r e l at ionship betwe en e f f o r t  and per­
formanc e .  That i s ,  i f  the t rai nee was expend i ng a high amou nt o f  effort  
on a certai n task and was  a l so h i gh i n  the abi l i t y  requ i r ed o f  that 
task ,  the i nt erac t i o n  of the se two var i ab l e s  shou l d  be r e f l ected i n  
h i gh overa l l  performance . O n  the o ther hand , i f  the t r ai nee wa s l ow i n  
the abi l i t y  r equi r ed o f  a cer tai n t a sk , the r e l at ionship be tween effpr t  
exerted and r e su l t i ng per formance wou l d  be expected to  be l ower. Thu s  
hypothe s i s  I I  pred i c ted that a greater  r e l at io nship wou l d  exi st between 
effort and perfo rmance for tho se tr ainee s h i gh i n  abi l i t y  than for 
tho se l ow in abi l i t y, 
To test  thi s hypothe s i s the co r re l at i o n s  between effort  and 
·perfo rmance were computed for tho se t r a i nees  high i n  abi l i t y  and for  
those  trainee s l ow in  abi l i ty, u s i ng the med i an of the d i s t r i but ion  pf 
abili t y  sco r e s  to d i v ide the samp l e  of 97 subj ec t s  i nto two group s .  
The se two cor r e l atio n s  were 0 . 58 and 0.52, r e spec t i ve l y .  To det ermine 
what the effect , if any , thi s subgroupi ng had on the r e l at io nshi p 
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betwe en e f f o r t  and performance, the se two cor r e l at i o n s  were compared 
to  the o r i ginal  over a l l corre l at i o n  between effor t and per formanc e whi ch 
wa s . 53 .  Obviou s l y , ther e  i s  l i t t l e  improvement i n  the r e l atio nsh i p  
be tween e f f o r t  and per formanc e when t h e  data f o r  the high abi l i t y  
trai nee s  a r e  ana l yzed separat e l y. S i nc e  i t  wou l d  have been pred i c t ed 
that thi s  group o f  traine e s  fficws the h i ghest  cor r e lat ion between e f fort  
and performance, the  l ack o f  a s i gn i f i cant i nc rease in  the corre l at ion 
does  no t suppo r t  thi s part  o f  the mode l .  
I l l .  ROLE PERCEPT IONS 
Hypo the s i s  I l l-a stated that the higher the agreement between the 
r o l e  percept i o ns of the t ra i ne e  and h i s  immed i at e  supe rvi sor, the h i gher 
the supervi sory rat i ng for the t r a i nee. To t e st thi s hypo the si s the 
traine e s  were d i v ided into h i gh and l ow agr eement group s .  The high 
group consi sted o f  tho se trainees  with agreement sco r e s  ( co r r e l at i o n  
between t rainee and supervi sor rank i ng s )  above t h e  med ian ( i.e . , r = . 03 ) .  
Tab l e  5 present s the se two group s and the mean supervi sory ratings for 
each . Exami nat ion o f  Tab l e  5 revea l s  that hypo the s i s I l l-a i s  no t 
suppo r ted . The supervi sory rat i ng s  for the h i gh agr eeme nt group are 
somewhat l ower than tho se in the l ow agr eement group, a l though thi s d i f­
ference i s  no t signi f icant. The refore, agreement i n  ro l e  pe rcept i o n s  
i s  not i t se l f  a pred i c tor of pe r fo rmanc e . 
The co ro l l ary to hypothe si s I l l-a stated that the mo re the t r a i ne e s  
saw the i r  ro l e  as  demand i ng i nner-d i rected behavior , the l ower they 
wou l d  be rated on qua l i t y  o f  performance . To te s t  thi s coro l l ary c lu s t e r  
scores  w e r e  comput ed for each traine e  b y  summing hi s r ank s for the s i x  
Agr eement 
G roup 
H i gh 
( N  = 48 ) 
Low 
( N  = 49 ) 
TABLE 5 
PERFORMANCE RATINGS OF H I GH AND 
LOW AGREEMENT GROUP S 
Me an 
49 . 8 1  
5 1 . 8 6 
3 3  
S tandard 
Devi at ion  
9 . 5 9 
1 0 . 1 5  
r e l evant per formanc e i tems . Thu s , a high score on the i nner-d i r e c t ed 
d imens i on meant that the s i x  trai t s  compr i si ng that d imension were a l l 
r ated as  r e l at i ve l y  impo r t ant . 
The data from the supervi sor ' s  rating s  of over a l l per formanc e 
3 4  
a r e  pre sented i n  Tab l e  6 .  F rom thi s  i nformation  i t  c a n  be s e e n  that the 
coro l lary i s  no t supported . There i s  a t r end fo r tho s e  trainees who 
have h i gh i nner-d i r ec t ed scor e s  to be rated as better  performe r s  than 
tho se t rainees  who have l ow i nner-d i r ected scor e s . Thi s d i f ference be twee n  
the r a t i ngs f o r  the high and l ow i nner-d i rected t rainees  i s  s i gni f i cant 
at the . 1 0 l eve l . Al though thi s f i nd i ng does not suppo r t  the pred i c t ion 
of the s tudy , the t rend o f  the data does  agr ee w i th the r e su l t s  found i n  
the Porter and Law l er study ( 1 968 ) where i t  wa s r eported that the h i ghest  
rated manager s were a l so i nner-d i r ec ted . 
I t  i s  i nt e r e s t i ng to not e  that i n  the Por t e r  and Law l er s tudy 
( 1 968 ) , the autho r s  a s sumed (wi thout emp i r i c a l  evidenc e )  that the i nner­
d i rec ted manager s  had the mor e  " co r r e c t "  ro l e  per cept i o n s  ( i . e . , the 
highe st corre spondence with the ro l e  percept i o ns o f  their super v i so r s ) . 
I n  the pre sent s tudy , wher e  the i nner-d i rec ted trai nee s were a l so rated 
h i ghe s t , i t  was po s s i b l e  to t e s t  the " co r rectne s s" o f  the i r  ro l e  
percept ions . 
S i nce the super vi so r s  had previou s l y  been asked to rank the 
impo rtance of the twe l ve i t ems on the ro l e  perception que s t i onnai r e , i t  
was onl y nec e s sar y t o  average the supervi so r s ' ranki ng s  f o r  each i t em 
to i nd i cate their importance . The se average rank i ng s  have been tabu l ated 
in Tab l e  7 a l ong with the d e s ignat i on of the i t em a s  e i ther i nner o r  
o the r-d irected . I t  wi l l  be no ted that w i t h  o n e  except i o n , the supe r v i s o r s  
I nne r-D i r ected 
Behavi o r  Group 
H i gh 
( N  = 49 ) 
Low 
( N  = 48 ) 
TABLE 6 
PERFORMANCE RAT INGS O F  HIGH AND LOW 
INNER-DIRECTED TRAI NEES 
Mean 
5 2 . 3 3 




9 . 8 3 
9 . 6 5 
Rank 
l ( mo s t  










1 1  
1 2  
TABLE 7 
SUPERVISOR RANK INGS OF ROLE PERCEPTI ON ITEMS 
I tem 
Fo l lows hi s supervi so r ' s  
i nstruc t i ons c l o s e l y .  
Wi l l i ng l y  and quick l y  ask s  for 
advi c e  whe n  he need s i t .  
Wo rks coopera t i v e l y  with o ther 
t rai nee s and superv i so r s .  
Take s o n  added r e spo n s i b i l i t y  with 
i nc r eas i ng l ength of t ime in trai ni ng . 
U s e s  caut ion i n  exper iment i ng w i th 
new techni que s and p roc edur e s .  
Frequent l y  di scu s s e s  progr e s s  o f  hi s 
work w i th supe r v i so r . 
Sugge s t s  new method s for doi ng 
h i s  wo rk . 
Wo rk s i ndependent l y , wi thout a sking 
for  he l p  o f  o ther trainee s .  
Deve l ops nove l so lutions  t o  prob l ems . 
Ri sk s d i s p l easur e o f  o ther t rainee s 
i f  neces sary to get hi s wo rk done . 
Attempt s t o  i nf l uenc e  supervi so r ' s  
thi nk i ng Hhen think s  he i s  in  the 
r i ght . 
Go e s  a l o ng with the maj o r i ty of 
other t rainees  in the s o l u t i o n  o f  
new probl ems . 
Aver age 
2 . 2 5 
2 . 62 
3 . 1 2  
3 . 8 7 
6 . 50 
6 . 6 2 
8 . 1 2  
8 . 2 5 
8 . 6 2 
8 . 6 2 
9 . 1 2  
1 0 . 2 5  
*Inner o r  Other-Di rec ted behavior  i t em .  
3 6  













NOTE : Re l i abi l i t y  of the mean o f  8 j udges  = . 3 2 ; Re l i abi l i t y  o f  
a s i ng l e  j udge = . 05 .  
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rank the o ther-d i r e c t ed behavi or i t ems as be ing mo st impo r t ant . However 9 
a s  previou s l y  i nd i cated , i t  i s  the t r a i ne e s  who rank i nner-d i rec ted 
behavior i t ems a s  the mo st  impo rtant who receive the h i ghest  per formanc e 
r at i ngs . Thi s d i scr epancy wou l d  seem to  i nd i cate that i n  thi s study 
" correct"  ro l e  perceptions ( i . e . , agr eement wi th supe rv i so r ) are of 
l i tt l e  impo r tance in predic t ing traine e  per formanc e . 
The next hypo the s i s ( I l l-b)  pred i c ted that there wou l d  be a 
greater r e l at i o nship between effort  and per formanc e for  tho se trai nee s 
with h i gh agreement score s  than for tho s e  t rainees  with l ow agr e ement 
scor e s .  Ac cord i ng t o  the model  i f  a trainee was expend i ng a high amount 
of effort  on a c e r ta i n task , and thi s  effort was d i r e c t ed in appropr iate 
behav ior ( i . e . , a s  d e f i ned by the t r a i nee ' s  per cept i o n  o f  what is  cor­
rect  ro l e  behavior on the j o b ) , then the i nterac t ion of  the s e  two 
var i ab l e s  should  be r e f l ected i n  h i gh performanc e . I f , however , the 
t rainee does  no t channe l hi s effor t i nto appropr i at e  ac t iv i t i e s  for j ob 
succe s s , the n the r e l ati onship between e f fort and performanc e wou ld be 
expected to  be lower . 
To test hypothesi s l l l-b the cor r e l at i ons between e f fort  and 
per formanc e wer e computed for tho se t r a i ne e s  with agreement scor e s  above 
the med ian , and for tho se t rainees with agr eement scor e s  be l ow the 
med i a n .  These two cor re l at ions  were 0 . 5 2 and 0 . 54 ,  r e sp e c t i ve l y . S i nce 
it  was  expe c t ed that the cor r e l at i o n  between e f f o r t  and perfo rmance 
wou L d  be s i gni f i cant l y  l ar ger for the high agr eement group than for the 
l ow agre ement group , there i s  no suppo r t  for the hypo the s i s .  
I V .  ABI LITY AND ROLE PERCEPTI ONS 
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The f i nal  hypo the s i s  o r i gi na t i ng f rom the mod e l  pred i cted that 
the r e l at i onship  between effort and per formanc e wou ld be greate s t  for 
those t r a i ne e s  h i gh in abi l i ty who a l so had appropriate ro l e  perceptions . 
That i s ,  i f  the t r a i nee wa s expend i ng a high amount o f  effort  on a 
certain  t a sk , was h i gh o n  the abi l i t y  requi red o f  that t a sk 5  and wa s 
d i r ect i ng hi s effor t i n  appropriate  behavi or , then the i nterac t i o n  o f  
t h e s e  three var iabl e s  shou l d  b e  r e f l ec t ed in  h i gh performance . For thi s 
r eason i t  wa s pred i c t ed that a group of trainees h i gh i n  bo th abi l i t y  
and approp r i at e  ro l e  behavi o r  wou l d  show the h i ghest  cor r e l ation between 
effor t and performanc e . I t  wa s further propo s ed that a group o f  t ra i ne e s  
l ow i n  bo th abi l i t y  and appropr i ate ro l e  behavior wou l d  show t h e  l owest 
corre l at ion between effort  and perfo rmance . The rat iona l e  for thi s 
propo sal was that i f  a traine e  was l ow i n  requ ired abi l i t y  and wa s mi s­
d i rect i ng hi s effo r t s  i nto unr eward ed ac t i v i t i e s , he cou ld be exer t i ng 
very h i gh effort  and s t i l l  have low performanc e . Fi na l l y , i t  was pre­
d i c ted that a third group , co n s i s t ing of al l the r emai ni ng t r a i n ee s 9 
wou ld show a cor r e l at ion be tween effort  and per formanc e sma l ler  tnan the 
subgroup h i gh on abi l i ty and appropr i at e  ro l e  percept i on s , but l ar ge r  
than t. h A  group l o�,� o n  the s e  t'"o var iabl e s .  
To t e st these hypo theses the three . subgroup s were e st abl i shed , 
u s i ng the previou s l y  defined procedur e s  for separat i ng h i gh and l ow 
abi l i ty groups and h i gh and l ow agreement group s .  The co r r e l at io n  be­
tween effort  and performanc e for the group h i gh in abi l i t y  and appropriate  
percepti ons was  . 57 ,  for  the  group l ow i n  the  two var i ab l e s, . 45 ,  and 
f i na l l y  for the remaining grou� . 53 ,  As was pre d i c t ed the corre lat ion  
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between ef for t and performance for the group h i gh i n  abi l i t y  and r o l e  
perceptions  was l arger than the corre l at i o n  for the group l ow o n  these 
two var i ab l e s .  The d i f ference between the se two corre l at i o n s , however , 
was no t s i gni f i cant . What i s  o f  mo re impo r tance i s  the compar i son o t  
the cor r e l ati ons between e f f o r t  and pe r formance for t h e  group o f  trai nee s 
h i gh i n  both var i ab l e s , w i th the previou s l y  d e s c r i bed groups who wer e 
h i gh i n  abi l i t y  o r  i n ner-d i r ected behavior o n l y . The se corre l at ions  are 
0 . 57 ,  0 . 58 ,  and 0 . 5 7 ,  respec t i ve l y .  Thus , it is obv i ou s  that the mod e l  
i s  aga i n  no t suppo r ted . I t  wou l d  have been pred i c t ed that the combi ned 
effec t of subgroupi ng trainees h i gh i n  abi l i t y  and appropr i ate behavior 
wou l d  account for mor e  of the vari ance in the per formanc e r at i ngs than 
groupi ng on h i gh abi l i ty or appropr i ate r o l e  behavior s eparate l y .  
V o  A COMPARI SON O F  THE PORTER-LAWLER MODEL 
WITH A L INEAR MODEL 
S i nce the sect ion of the Porte r-Law l e r  mode l u s i ng mod erators  d i d  
not s i gni f i cant l y  i nc rea s e  t h e  r e l at ionship between e f f o r t  and per­
formance it was o f  i nterest  to  k now if a mo r e  trad i t io na l  l i near mod e l  
using the same var i ab l e s  cou l d  pred i c t  performanc e mo r e  accurat e l y .  Thus 
a st epwi se mu l t i p l e  regr e s s i o n  coe f f i c i ent was computed , u s i ng the 
var iab l e s  o f  effort , abi l i ty and agreement scor e s . Tab l e  8 show s the 
three var i ab l e s  used and the regre s s i o n  coe f f i c i e nt s for each . The com­
puter program wa s set up so that the var i ab l e  accounti ng for the mo st 
var i ance i n  performance was entered f i r s t , fo l lowed by the second mo st  






STEPWISE REGRESSION EQUATION COMBI NING EFFORT , ABILIT Y  AND 
AGREEMENT SCORES TO PREDI CT TRAINING PERFORMANCE 
Var i ab l e  ( s )  Mu l t i p l e  
Effort  • 53  
Effort  + Abi l i t y  . 6 9 
Effort  + Abi l i t y  + . 6 9 
Agr eement Sco r e s  
NOTE : N = 97 . 
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I t  can be seen that by comb i ni ng the se three variab l e s  the 
r egr e s s i on co e f f i c ient i s  . 69 .  It i s  obviou s , howeve r , that on l y  two 
41 
of the se var iabl e s  ( i . e . , e f f o r t  and abi l i ty )  account for  any of the 
var i anc e in the rat i ngs , as the e f f ec t  of r o l e  perceptions is negl i gi b l e . 
When thi s regr e s s i o n  coe f f i c i ent i s  compared to the corre l a t i on between 
effort and performanc e , moderat i ng on bo th abi l i ty and perfo rmance 
( . 5 7 ) , i t  i s  appar ent that the l i near mod e l  i s  the mo r e  accurate . 
CHAPTER I V  
DI S CUSSION 
The r e su l t s  of the pre sent study offer only l imi t ed suppo r t  for 
the mod e l  u sed in thi s inv e s t i gat i o n .  Of the seven pred i c t ions mad e in 
the study , o n l y  two were found to have c l ear suppo r t . 
I .  REWARDS AND PERCEIVED PERFORMANCE-REWARD PROBABILITY 
The pre sent study offer s strong suppo rt for the f i r s t  hypo the s i s  
o f  the mod e l  that the stronger the force o n  the trainee t o  perform 
effective l y ,  the h i gher hi s rat i ng o n  effort and qua l i t y  o f  per formanc e . 
The r e su l t s  c l ear l y  show that tho se trai nees  who f e l t  that achi eving 
their  impo rtant trai ni ng goal s depended upon thei r  traini ng per formanc e 
were the mo st  effect i ve and h i gh l y  mo t i vated . Thi s r e su l t  was a l so o f  
no te because the four reward s i nve s t i gated w e r e  combi ned to e s tabl i sh 
a sing l e  i ndex o f  the force on the t rai nee . I n  previous stud i e s  o f  such 
nature ( Law l er , 1 9 64 ; Po rter  and Law l e r � 1 9 68 ) o n l y  one r eward was l ooked 
at ( e . g . , pay ) � or several  rewards were looked at , but separat e l y  ( e . g . � 
Geo r gopou l a s  �· , 1 9 5 7 ) . The advantage , o f  cour s e , of combining the 
var ious r eward s and the i r  performanc e probabi l i t i e s  i s  that more var i ance 
i n  the rat i ngs shou l d  be accounted for . Thi s approach i s  a l so mor e  
r eal i st i c  i n  the s e n s e  that i t  takes  i nto account the po s s i b i l i t y  that 
the traine e s  are s t r iv ing for mor e  than one reward at a t ime in the 
program , and that they have d i ffer ent percep t i o n s  of how performanc e wi l l  
l ead to  the se reward s .  
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The second hypo the s i s  o f  the study was al so suppo r ted . The 
r e su l t s  c l ear l y  showed that the force on the trai nee to  perform 
effect ive l y  was more c l o s e l y  re lated to  the r at i ngs of e f f o r t  than to 
the rat i ngs o f  overa l l  performanc e . Thi s f i nd i ng imp l i e s  that even 
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though the t rainee i s  h i gh l y  mo t i vated to  perform , it does not nec e s sar i l y  
mean that the qual i t y  o f  hi s performanc e wi l l  b e  supe r ior . As Porter  and 
Lawler  ( 1 968 ) sugge st  there are obviou s l y  i ntervening fac t o r s  ( i . e . , 
the abi l i t y  o f  the t rainee ; hi s r o l e  percept i o n s )  i nf luenc i ng the r e l a­
t ion between how hard the i nd i v idua l wo rks and the qua l i t y  o f  the produc t 
of h i s  work . 
Taken together the se two hypo the s e s  add to the suppo r t  for that 
part of the mod e l  whi ch pred ic t s that i f  the i nd iv idua l sees  s i gni f i cant 
rewards as t ied to good performance it w i l l  l ead him to make a s t r o ng 
at tempt to  perform effective l y . U s i ng a popu l a t i o n  o f  trainee s a l so 
l e nd s to the ge neral i t y  o f  the f i nd ing � s i nce it had previou s l y  been 
demo n s t rated for manager s (Porter  and Lawler , 1968 ) and for worker s 
(Geo r gopou las  et  al . ,  1 9 57 ) . 
I t  should  be pointed out that the evidenc e from the present study 
does no t e stabl i sh that the force on the trai nee caused hi s j ob per­
formanc e .  What the data do show is that there i s  a r e l at ionship between 
the force sco r e s  and per formanc e .  The mod e l  pred i c t s that the r eason 
fo r thi s r e l at ionship is  that the force on the i nd i vidual affec t s  h i s  
perfo rmance , bu t the data cannot d i r ec t l y  t e s t  thi s aspect o f  the mode l .  
O n l y  some t ype of f acto r i a l  study i s  capab l e  o f  show i ng a cau sal ba s i s 
from o ne var i ab l e  to another , and thi s study i s  no t o f  thi s nature . 
I I .  ABILITY 
The hypo the s i s  regard i ng the use of an abi l i ty measure as a 
var i abl e i n  the mod e l  drew l i t t l e  suppo r t . The pred i c t ed i nc r ease i n  
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the c o r r e l �t i on between e f fo r t  and p e rformance for the group of t rainees  
h i gh i n  abi l i t y  was  o n l y  m i ni ma l  o ve r  the  overal l cor r e l at io n  betwee n 
effor t and perfo rmance . Thi s r e s u l t  i s  surpr i s i ng s i nce i t  wou l d  seem 
logical  that if the t ra i nee was h i gh in effor t and a l so r e l evant abi l i ty , 
then hi s performance shou ld be high .  
O ne po s s i b l e  exp l anat ion for this  poo r  f i nd i ng i s  that the 
abi l i ty .  i ndex u s ed in th i s  s tudy may not have been the mo s t  approp r i at e . 
I n  o ther word s ,  the comb i ni ng o f  the three t e s t s w i th equal weigh t  
a s s i gned to each may no t be as accur ate a mea sure o f  pred i c t i ng per­
formanc e a s  some a l t er na t i ve comb i na t i o n  o f  the thr ee t e s t s .  Fo r examp l e � 
the t e s t s  cou ld be weighted accor d i ng t o  thei r  degr e e  o f  impo rtance i n  
pred i c t ing performanc e rati ngs . T o  d e termine the feasibi l i t y  o f  thi s 
exp lana t i o n  a mu l t i p l e  r e gre s s i o n  co r r e l a t i o n  wa s computed betwe e n  the 
three t e s t s and overa l l  performance . Thi s mu l t i p l e  r e gre s s i o n  cor r e l a­
t i o n  wa s then compar ed to the cor re l at io n  obt a i ned between the o r i g i na l  
abi l i t y  i ndex and overal l performance . The se cor r e l at io n s  were 
r e spec t ive l y  0 " 40 and 0 . 42 .  I t  can be seen that the abi l i t y  i ndex 
a s s i gn i ng equal we i ght t o  a l l t e st s shows a ve r y  s imi lar  re l at io n  t o  
over a l l performance a s  t h e  i nd ex a s s igning d i f ferent i a l  weigh t s  t o  the 
three t e s t s .  
Re s t r i c t i o n  i n  the range o f  abi l i t y  sco r e s  i s  a l so e l iminated a s  
a po s s i b l e  exp lanat i o n  for t h e  sma l l i nc r ease i n  the cor r e l at i o n  between 
effor t and perfo rmance for the h i gh abi l i ty group . The s tandard 
deviat ion  o f  scor e s  for the high abi l i ty group i s  53 . 7 6 ,  i nd icat ing a 
considerab l e  amount o f  var i abi l i ty i n  the compo s i t e  abi l i t y  scor e s . 
A l so the s tandard deviation o f  the h i gh abi l i t y  group i s  co nsiderab l y  
larger than the st and ard deviat ion o f  abi l i ty sco r e s  for the ent i re 
group of t ra i ne e s  ( i . e . , 53 . 76 to 24 . 02 ) . 
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A h i gh l y  probab l e  exp l anat i o n  f o r  the l ack o f  suppor t  for the 
pred i c t i o n  i s  that there are other mor e  impo rtant i nt erveni ng var i abl e s  
between effort  and perfo rmanc e than abi l i ty .  Po rter  and Law l er ( 1 968 ) 
acknow l ed ge that there are , obv i ou s l y , many environmental facto r s  that 
i n tervene to i n f l uence the r e l at i o n  between effort  and performance , and 
that the i r  mod e l  does  no t take i nto ac count such external  factor s .  Thus , 
i t  wou l d  seem that such o ther var i ab l e s  a s  the t rai nee ' s  previous wo rk 
expe r i enc e s  and h i s  interper sonal r e l at ions with h i s super v i so r  cou ld 
affect  the r e l at io nship between effort  and performanc e a s  much a s  the 
abi l i ty l e ve l  of the t ra i nee . 
F i na l l y ,  i t  shou l d  be po inted out that the o r i ginal  cor r e l at ion 
between effort  and performanc e is qui t e  high to be gin with ( i . e . , 
r = . 53 ) . Thi s h i gh r e l at ionship between the var i ab l e s  o f  e f fort  and 
overal l performance i s  probab l y  due , i n  par t , to the fact that the same 
supe r v i so r  rated both of the se var iabl e s , and a l so to the fact that 
these r at i ng s  were obtai ned at  approximat e l y  the same t ime . Re gard l e s s  
of the reasons for the h i gh corre l at ion , howeve r ,  i t  wou l d  seem p l au s i b l e  
that a moderator var iabl e wou l d  b e  much l e s s  e ff e c t ive i n  such a s i tuat i o n  
than wher e  the o r i ginal i ndependent var i ab l e  accounted f o r  a sma l l e r  
amount o f  var i ance i n  the d ependent mea sure . 
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I n  summary , i t  i s  appar ent that there i s  l i t t l e  suppo r t  for the 
u se of abi l i t y  as a mod erator in the r e l atio nsh i p  betwe en e f fort and 
performanc e . Thi s conc lu s i o n , of cou r s e , i s  l im i t ed to a popu l a t i o n  o f  
d i sadvant aged trai ne e s  and mu st b e  genera l i zed w i t h  caut i o n  t o  o ther 
popu l at ions . 
I l l .  ROLE PERCEPT IONS 
The agreement scor e s  between the t raine e ' s  per ception o f  
appropr i a t e  ro l e  behavior for suc c e s s  i n  t ra i n i ng and h i s  superv i so r ' s  
perception o f  the same behavior showed l i t t l e  re l at io n  t o  supervi sory 
rat i ngs on over a l l per fo rmance . Thi s f i nd i ng may not be too surpr i s i ng 
when i t  i s  take n i nto account that there were o n l y  twe l ve per formanc e 
i tems o n  the scal e and the s e l ec t ion  o f  these i tems wa s d i c tated by 
theore t i ca l  concerns  rather than i nc l u s i vene s s  o f  a l l po s s i b l e  ro l e  
perfo rmanc e i t em s , I n  an ear l i e r  study by Bar r e t t  ( 1 9 66 ) , a re l at i on­
ship wa s f ou nd between agreement sco r e s  and performa nce r at i ngs , but he 
used 50 i t ems on hi s sca l e  and they were of a much mo re spec i f i c  nature 
than tho se used here . 
When the data in  the pre sent study were reana l yzed compa r i ng the 
rank i ngs o f  the trai nees  and the i r  supe r v i sory  per formance rat i ngs , 
a mo re meani ngfu l r e su l t  was found . The f i nd i ngs suggest  that i t  was 
the i nner-d i rec ted trai nee , or the t ra i nee who was mo re i nd ependent and 
wi l l i ng to show i n i t i at ive , that received the h i ghe st  supe rvi sory rat­
i ngs . Thi s r e su l t  was aga i n  co nt rad i c tory to the o r i ginal  hypo t he s i s  
a s  i t  was a s sumed that tho se trai ne e s  who were mo re d epende nt and 
wi l l i ng to s eek the adv ice  of the i r  supervi so r s  wou l d  receive the h i ghe s t  
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rat i ngs . I nter e s t i ngly  enough , i t  was the trai ne e s  hav i ng the se other­
d i rec ted at t i tud e s  who received the l owe st  superv i sory rat i ng s , but who 
had the mo st  " co r r e c t "  ro l e  perceptions ( i . e . , the c l o s e s t  agreement 
with the i r  supervi so r ' s  rank ing of the ro le  perception i t ems ) .  
The mo st p l au s i b l e  exp l anat io n  fo r thi s  r e su l t  i s  the fac t that 
the superv i so r s  thems e l ve s  cou l d  no t agree con s i st ent l y  on which per­
fo rmance i t ems were o f  the mo st  impo r t anc e . Evidence for thi s po i nt 
come s from a review o f  the i nt r a-c l a s s  re l iabi l i ty coef f i c i ents  computed 
o n  the supe rvi so ry ranki ngs of the ro l e  percep t i o n  i t ems . The se r e l i a­
bi l i t y coef f i c i ent s are pre sented i n  Tab l e  3 ,  page 2 7 , and i ndicat e  
that the i nt ra- i t em agreement between the e i ght supe r v i so r s  was extreme l y  
low .  
A second po s s i b l e  exp l anat i o n  for th i s  r e s u l t  i s  that the 
supervi so r s  did n ' t put as much weight on o ther-d i rec ted behavior a s  
wou ld be imp l ied b y  their  rank i ngs . I t  mi ght be sugge s t ed , for examp l e , 
that i n  actual prac tice  the t r a i ne e  who wa s cont i nua l l y  seek i ng adv i c e  
from h i s  supervi so r , and w a s  very d ependent upo n him , w a s  no t o n l y  
bother some but outward l y  showed that h e  d id no t under st and h i s  work . As  
t o  why the super vi so r s  r anked the othe r -d i r ec t ed performanc e i t ems as  
impo r t ant i n  the f i r s t  p l ace , one might specul ate that i t  was  a mat t e r  
o f  soc i a l  d e s i r abi l i t y .  I n  o ther word s ,  the superv i so r s  r e s ponded to  
the i t ems i n  a manner fe l t  to be soc i a l l y  accept ab l e  by o ther super v i so r s .  
F i na l l y ,  a third exp l anat i o n  for the fact that the o ther-d i r ec ted 
trainee s had mo re " co r rect"  ro l e  per cept ions but l ower supe rvi sory 
r a t i ng s  mi ght be that the hi gh l y  inne r-d i rected traine e s  had mor e  abi l i t y  
than the mo re other-d i r ec t ed trai nee s .  To det ermi ne the va l i d i t y  o f  
thi s expl ana t i o n  an intercor re l at i on was comput ed between the i nne r­
d i rec ted behavior sco r e s  and the abi l i t y  sco r e s  o f  each t r a i nee . Thi s 
cor r e l at io n  turned out to be . 2 7 whi c h , a l though s i gni f i cant , i s  
r e l at i ve l y  l ow .  
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Re turni ng to the pred i c t ions  o f  the mod e l  the hypo the s i s  ( 1 1 1-b)  
wh ich s t at ed that the re l at io nship between e f fo r t  and performanc e wou l d  
b e  greater for tho se trainees w i t h  h i gh agreement scores  than f o r  tho se 
w i th l ow agr eement scor e s  a l so rece ived l i tt l e  suppo r t .  The co r r e l at ion 
between effor t and performanc e for the hi gh agreeme nt group was ne i ther 
s i gni f i cant l y  d i fferent f rom the c o r r e l ation i n  the low agreement group , 
no r f rom the overa l l  cor r e l ation  between effo r t  and per formance . 
The mo s t  obvious exp l anat ion  fo r th i s  negat ive f i nd i ng i s  that 
the ro l e  percep t i o n  var iab l e  i s  no t that impo r tant a mode rat i ng inf l uence 
between e f fo r t  and performanc e . Some evidenc e  for thi s  expl anation i s  
found i n  the r e su l t s  sec t ion where i t  was no t ed that the t ra i nees  with  
the  h i gh e s t  agreement scor e s  recei ved l ower rat i ngs o n  over a l l performanc e 
than trai nee s w i th low agr eement score s .  The co r r e l a t i o n  betwee n agree­
ment scor e s  and ove ral l perfo rmance i s  - . 02 . I t  mu s t  be poi nted out 
that for a var iab l e  t o  be a suc c e s s f u l  mod erator it does no t ne ce s s ar i l y 
have to be r e l at ed to the dependent var iabl e ,  bu t i t  wou ld seem that i n  
the u s e  o f  thi s  mode l  i t  wou ld b e  a d i s t i nc t  advantage . Accord i ng t o  
Po r t e r  and Law l er ( 1 968 ) , f o r  e f for t t o  b e  co nve r t ed i nto suc c e s s f u l  
performanc e i t  mu s t  b e  app l i ed i n  approp� iate behavior , which i s  d i c tated 
by the i nd i v idua l ' s  r o l e  perceptions . To the autho r , thi s  wou l d  imp l y  
that f o r  any ro l e  percep t i o n  var iab l e  t o  i nf luence the co r r e l at ion be twe en 
effor t and perfo rmanc e i t  wou l d  have t o  show some re l at i on t o  suc c e s s f u l  
perfo rmanc e . 
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Al though thi s exp l anat ion  s eems the mo s t  p l au si b l e , there are 
o ther a l t e r nat i ve exp lanat io ns . For  examp l e , it cou ld  be argued that 
the i nst rument used to  measure ro l e  perceptions was no t c omp l ete enough . 
S i nc e  there were o n l y  1 2  i t ems o n  the que stio nna i r e  i t  i s  f e a s i b l e  that 
a true p i c ture of the ind i vidual ' s  ro l e  percept ions was no t obtained . 
A l so there i s  the popu l at io n  u s ed i n  thi s stud y .  The mo d e l  was d e s i gned 
to be used w i th a manage r i a l  popu l ation . What effect , i f  any , the use  
o f  a popu l a t i o n  o f  d i sadvantaged t r a i nee s has  o n  the  var iabl e s  i n  the 
mod e l  is very d i f f i cu l t  to determine . Howeve r ,  it wou l d  seem that the 
var i ab l e  of appropr i ate ro l e  percep t ions is much l e s s impo r tant for 
tra i nee s than for manager s .  The rat iona l e  for thi s argume nt is that the 
tra i ni n �  program i s  so structured ( e . g . , ru l e s  o f  c o nduc t and behavior 
are exp l i c i t l y  stated a l o ng with spec i f i c  d ire c t ions  for a l l training 
procedure s )  that mo st  trainee s are aware of approp r i ate traini ng behavio r , 
and therefore wou ld be expec ted to show o n l y  l i t t l e var iat ion i n  the i r  
rol e perceptions . I n  the c a s e  o f  manage r s , on  the o ther hand , there a r e  
usua l l y  no spe c i f ied procedures  for car r y i ng o u t  the i r  j o b  and , thu s 9 
mo re var iance exi st s i n  the i r  ro l e · perception of approp r i ate behavior . 
I n  summgry , i t  appear s to  the author that there i s  l i t t l e  
j u s t i f i cat ion for the use o f  the ro l e  perception var iabl e i n  the mo d e l  
when app l i ed t o  a popu lat ion o f  trainee s . Thi s conc l u s i o n  fo l lows mai n l y  
f rom the p l au s i b i l i t y  o f  the ar gument that the t r a i ni ng program i s  so 
st ruc tured that the error due to  i nappropriate ro l e  percept i o ns i s  
minimal and no t a maj o r  factor i n  the re lationship be twe en effort  and 
performanc e . 
I V .  ABILITY AND ROLE PERCEPTIONS 
The f i na l  hypothe s i s  whi ch pred i c ted that the re l at i o nship 
be tween effort  and performance wou l d  be great e st for tho se trai ne e s  
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high i n  abi l i ty and with the mo s t  appropriate ro l e  percept i ons a l so was 
no t suppo r ted . I f  the mod e l  were pred i c t ive it wou l d  have been expected 
that the l argest c o r r e l a t i o n  wou ld have been found in thi s r e l at io n shi p . 
I nstead , the cor r e l at ion between effor t and perfo rmance was very 
s imi lar to  what was found when i nve s t i ga t i ng abi l i ty or ro l e  pe rcept ions 
separat e l y .  
The r e su l t  i s  certai n l y  no t surpr i s ing s i nc e  subgroupi ng o n  high 
abi l i ty d i d  no t improve the r e l at ionship be tween effor t and performanc e 
s i gni f i cant l y ,  no r d i d  the subgroupi ng on h i gh agreement sco r e s .  I n  
fact , i t  was d emonst rated i n  the r e su l t s  sec t io n  that a l i near mod e l  
does a be t t e r  j o b  o f  pred i c t i ng t r a i ni ng performance than the par t o f  the 
mod e l  u nd e r  i nve s t i ga t i o n .  
Thu s i t  mu s t  be conc l uded that for the popu l at i o n  s tud i ed i n  
this  proj e c t  ( i . e . , d i sadvantaged trai nee s )  the feasibi l i t y o f  u s i n g  
measures  o f  abi l i t y  and ro l e  percep t io n s  as moderat i ng i nf l uenc e s  i s  
seriou s l y  que s t i oned . I t  mu st  be po i nted out agai n ,  however , that no 
f i nd i ng i s  co nc lusive  from the r e su l t s  of one s tudy . I n  each o f  the 
sec t ions whe r e  negative r e su l t s  wer e reported ( i . e . , abi l i t y ; ro l e  per­
ceptions ) , there were a l t ernat ive expl anat ions which cou l d  conceivab l y  
account f o r  the d i sc repanc i e s .  
V .  I MPLICATIONS O F  THE RESULTS 
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1 .  Dete rmi n i ng Reward Va lue s and Per fo rmanc e-Reward P robabi l i t i e s . 
S i nce the data from the s tudy were general l y  consi s tent wi th th i s  
par t o f  the mod e l , i t  seems j u s t i f iab l e  to emphas i ze t o  the o f f i c i a l s 
o f  the t r a i n i ng p rogram the impo rtanc e  o f  the s e  two s e t s o f  var i ab l e s  and 
the d e s i rabi l i ty o f  obtai n i ng data r e l evant to them . Perhaps the pr imary 
advantage of c o l l e c t i ng the r eward va l u e s  and the per fo rmanc e-r eward 
probabi l i t i e s  is that the informa t i o n  thu s obtai ned wou l d a i d  the program 
. 
i n  a s s e s s i ng the mo t i vat ion o f  i t s  t ra i nee s t o  per form e f f e c t ive l y  i n  
the futur e , s i nc e  the mode l  s t r e s s e s  that the se types o f  var iab l e s  are 
cruc i a l  i n  de termi ni ng the e f f o r t  that i nd ividua l s  expend in per fo rming 
the i r  j ob ac t iv i t i e s . 
At the very l east , obtai ning s y s t emat i c  i nformat ion o f  the 
t rainee s '  r eward d e s i res , and the i r  percept ions  abou t rewa rd s  bei ng based 
o n  effort , wou l d  constitute a f i r s t  s t ep i n  gai ni ng the max i mum mot iva-
t ional e f fec t s  f rom the i nc e nt i ve s  the training pro gram has at i t s  
d i spo sa l . I f , after  such data are co l l ected , there are found l ow 
performanc e-reward expec tat ions for certain  t r a i nee s , then d i s c u s s i o n  o f  
these f i nd i ngs cou l d  b e  ext reme l y  wor thwhi l e  for bo th the t rainee and 
the p rogram . 
2 .  Ro l e  Per c epti ons . 
S i nc e  the data from the s tudy reveal ed a d i sc repancy between 
what t he supervi so r s  said were impo rtant performanc e t r a i t s  and what 
t r ai t s  they actua l l y  rewarded , i t  s eems a nec e s s i t y  that the se d i f f e rences  
be  cal l ed to the  attention  o f  the  supervi so r s . Fo r i t  i s  po s s i b l e  that 
they may be convey i ng to the i r  t r a i ne e s  a fa l se image o f  what behavior 
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i s  impo rtant to  suc c e s s  i n  trai ning . Therefo r e , i t  wou l d  seem that 
the mo r e  i nfo rma t i o n  the t ra i nee and supervi so r  have abou t which behav ior 
is  rewarded , the mor e  suc c e s s fu l  shou ld be  the t rai nee ' s  ad j u stment to  
the program .  
3 .  Attachi ng Reward s to Perfo rmance . 
The third , and perhaps mo st  impo r tant , area o f  prac t i cal  
imp l icat ion  comi ng from the mod e l  and the r e l ated f i nd ings conc e rns  the 
que s t ion of how c l o s e l y  the t r a i n i ng program at tache s reward s  to j o b  
performanc e . I n  terms o f  the r ewar d s  used i n  the study o n l y  grad e s  can 
be immed iate l y  r e i nforced by the supe r vi so r s  in the t r a i ni ng program . 
The other three r eward s--graduation from trai ning ; mak i ng mor e  money ; and 
get t i ng a good j ob--are a l l l o ng term , mak ing i t  mo r e  d i f f i cu l t  for any 
type of r e i nforcement . The imp l icat ions are s t i l l  the same , howeve r ,  
for a l l four r ewar d s . The mo r e  r e l at i o n  the t ra i ne e  actual l y  sees o r  i s  
l ed to be l i eve wi l l  e x i s t  between hi s pe rformanc e and various reward s 
the harder he wi l l  wo rk . Con sequent l y ,  the . supe r v i s o r s  o f  the trai ne e s  
shou l d  make sure that a l l  grad e s  a r e  g i ven s t r i c t l y  on "me r i t" and that 
they d i sc � iminate a s  much a s  po s s i b l e  between the var ious performanc e s  of 
the t r a i ne e s . Seco nd l y , in regards to the l o ng term rewar d s , the 
supe rv i so r s  sho u l d  make every attempt to  rel at e  how performanc e i n  
trai ni ng wi l l  b e  co nnected to the attainment o f  l o ng t erm reward s .  
CHAPTER V 
SUMMARY 
Thi s study was an at temp t t o  t e s t  a mod i f i ed v e r s i o n  of Porter  
and Law l e r ' s  a t t i tud e-per fo rmance mod e l  w i th a popu l at i o n  o f  di sadvantaged 
trainee s .  Seve n hypo t h e s e s  were der i ved f rom the fo l l ow i ng formu l at io n : 
I f  a trai nee see s h i gh perfo rmance a s  l eading to  the a t t a i nment o f  o ne o r  
mo re persona l  reward s i n  t h e  t ra i n i ng s i tuat ion , he wi l l  tend t o  exert 
high e f fo r t in the program . The t rai nee wi l l  have corre spond i ng l y  h i gh 
performanc e i n  thi s s i tuatio n prov i d i ng he has the r e l evant abi l i ty and 
appropr iate r o l e  percept i ons . 
To t e s t  the s e  hypo the s e s  data were obtai ned from 9 7  d i sadvantaged 
trai nee s and the i r  e i ght super vi so r s  at a manpower devel opme nt pro j e c t  
i n  Oak Ridge , Tenne s see . Each trainee wa s g i v e n  three que s t i o nna i r e s  
d e s i gned to measure the va lue o f  four reward s r e su l t i ng f rom training , 
the pe r c e i ved probabi l i ty that high performance wi l l  l ead to  the se 
reward s ,  and the impo r tance o f  certain  ro le  percept ions . Abi l i t y  sco r e s  
were based upo n scor e s  on three ap t i tude t e s t s  obtained f rom the t e s t  
f i l e s  o f  the program .  Each o f  the e i ght supervi sor s was asked t o  rank 
hi s traine e s  on degree o f  effort exer ted and overal l performance . The 
supervi sor s were al so admini stered the ro l e  percept i o n  que s t ionnai r e . 
The r e su l t s  o f  the study o f fer  o n l y  l imi ted suppo rt  to  the mode l , 
as o n l y  two o f  the seven hypo the s e s  were confi rmed . 
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I .  REWARDS AND PERCEIVED PERFORMANCE-REWARD PROBABI LITY 
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The f i r s t  par t of the mod e l  w a s  st rong l y  supported . ·  The r e su l t s  
showed that : 
1 .  The s t ro nger the fo rce o n  the trai nee ( the sum o f  the produc t s  
o f  perfo rmanc e-reward probabi l i ty and r eward va l u e )  to per­
form e f fe c t ive l y  in the t raini ng program , the h i gher hi s 
sco re o n  rat i ngs of effort  and overal l performanc e .  
2 .  The force on the trai nee to perform effect i ve l y  i n  the 
t raining pro gram wa s mo re c l o se l y  re l ated to the supervi sory 
rat i ngs on h i s  effort than to the r at i ng on hi s overa l l 
performanc e . 
1 1 .  ABILITY 
Thi s par t of the mode l  was no t suppo r ted as i t  was predic ted 
that the r e l a tionship Qetween ef for t and performanc e wou ld be greater 
for tho se traine e s  h i gh in abi l i ty ,  than fo r tho se t ra i nee s l ow i n  
abi l i t y .  I t  was found that : 
3 .  The i nc rease i n  the re l at ionship between effo r t  and 
performanc e for traine e s  high i n  abi l i t y wa s no t s i gni f i cant l y  
d i fferent f r om the subgroup l ow i n  abi l i ty . 
I l l .  ROLE PERCEPT IONS 
Thi s  par t of the mod e l  a l so d i d  no t r e c e i ve suppor t .  Ne i ther the 
two hypo the s e s  nor the coro l l ary were conf irmed , I t  was found that : 
5 5  
4 .  The h i gher the corre spo nd ence between the ro l e  percep t i o ns 
o f  the t rainee and tho s e  o f  hi s immed iate supervi so r re gard­
ing appropriate trainee behavior , the l ower wa s the super­
vi so ry rat ing fo r the t ra i nee . 
5 .  The mo re the trai nee s saw the i r  ro l e  a s  d emand i ng i nner­
d i rected behavior , the h i gher they were rated on qual i t y  of 
performance . 
6 .  The r e l at i onship be tween effor t and performance for tho s e  
trai ne e s  high on the agreement sco r e s  w a s  o n l y  s l i gh t l y  
greater than f o r  tho se trainee s l ow on the same d imensio n ,  
I V .  ABILITY AND ROLE PERCEPTIONS 
The f i na l  hypo the s i s  o f  the mod e l  a l so was no t suppo r ted . I t  was 
found that : 
7 .  The r e l at ionship be tween e f fo r t  and performanc e for tho se 
trai nee s having bo th high abi l i ty and appropr i ate ro l e  per­
ceptions  wa s no t s i gn i f icant l y  gr eat e r  than the r e l at ion 
be tween e f fort  and perfo rmance for tho se t ra i ne e s  l ow :tn both 
var i ab l e s .  Fur ther , the compari son of the co r r e l a t ions  be­
tween effort and per formance for the group of traine e s  h i gh 
i n  bo th var i abl e s  w i th the groups who were h i gh i n  e i ther 
abi l i ty o r  appropr iate ro l e  behavior , o n l y  showed ver y l i t t l e  
d i fferenc e , 
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APPENDIXES 
APPENDIX A 
VALUE OF REWARDS 
graduat ion from TAT 
gr ad e s  
get t i ng a good j ob 
mak i ng mo r e  money i n  the l ong run 
pay dur i ng t r aining 
get t i ng a l ong with f r i e nd s  and 
i nstruc t o r s  
6 1  
·1. 
APPENDIX B 
PERFORMANCE-REWARD PROBAB ILITY 
PAY DURI NG TRAINING 
H i gh C l a s sr oom Output 
l 2 3 4 5 6 7 
weak r e l a t io n ship  st r o ng r e l at i onship 
H i gh Shop Output 
l 2 3 4 5 6 7 
Ef for t 
l 2 3 4 5 6 7 
GETTING ALONG WITH FRIENDS AND INSTRUCTORS 
High C L a s sroom Output 
l 2 3 4 5 6 7 
weak r e l at i onship  s t r ong r e l at i onship 
H i gh Shop Output 
1 2 3 4 5 6 7 
Effor t 
l 2 3 4 5 6 7 
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6 3  
GRADUATION FROM TAT 
H i gh C l as sroom Output 
1 2 3 4 5 6 7 
weak r e l at ionship st r o ng r e l at i onship 
H i gh Shop Output 
1 2 3 4 5 6 7 
Effort  
1 2 3 4 5 6 7 
GETTI NG GOOD GRADES 
H i gh C l as s room Output 
l 2 3 4 5 6 7 
weak r e l ationship s t rong r e l at i onship 
H i gh Shop Output 
1 2 3 4 5 6 7 
Effor t 
1 2 3 4 5 6 7 
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GETTING A BETTER JOB 
H i gh C l as sroom Output 
1 2 3 4 5 6 7 
weak r e lat ionship st rong r e l ati onship 
Hi gh Shop Output 
1 2 3 4 5 6 7 
Effort  
1 2 3 4 5 6 7 
MAK ING MORE MONEY IN  THE LONG RUN 
H i gh C l as sroom Output 
1 2 3 4 5 6 7 
weak r e l at ionship  st rong r e l a t ionship  
H i gh Shop Output 
Effort  
1 2 3 4 5 6 7 
APPENDIX C 
ROLE PERCEPT ION ITEMS 
1 .  Wo rks i ndependent l y ,  wi thout ask i ng for h e l p  of other t rainee s .  
2 .  U s e s  caution  i n  exper iment i ng with new t echni que s and procedur e s . 
3 . Fo l l ows hi s super vi so r • s  i n struc t i o n  c l o s e l y .  
4 .  Go e s  a l ong wi th the maj or i t y o f  o ther t ra i ne e s  i n  the s o l u t i o n  o f  
new prob l ems . 
5 .  Deve l op s  nove l solutions  to pro b l em s . 
6 .  Ri sk s  d i sp l easure o f  o ther trainees  i f  nece s sary to get h i s  work 
done . 
7 .  Fr equent l y  d i s cu s s e s  progre s s  o f  hi s work wi th supervi so r .  
8 .  Attempt s to i nf l uence super v i so r • s  think i ng when think s  he i s  i n  
t h e  r i ght . 
9 .  Wi l l i ngl y and quick l y  a sk s  for advice  when he need s i t .  
1 0 .  Sugge st s new me thod s for doing h i s  work . 
1 1 .  Wo rk s coopera t i v e l y  wi th o ther t r ainees  and supervi so r s .  
1 2 .  Tak e s  o n  added r e spo n s i b i l i ty with i ncreasi ng l e ngth o f  t ime i n  
trai ning . 
6 5  
RANK ING OF PERFORMANCE ITEMS 
P l ace number of statement i n  appropriate  co l umn . 
Most 
impo r t ant 
Average 
I mpo rtance 
Degree to whi ch Perfo rmanc e I t ems 
d e s c r i be qua l i t i e s  impo r tant to 
suc c e s s  ip t r a i ni ng program .  
6 6  
Lea st 
impo r tanc e  
APPENDIX D 
AMOUNT O F  EFFORT EXERTED I N  TRAI N I NG 
l 2 3 4 5 6 7 
l ow high 
6 7  
APPENDIX E 
OVERALL TRAINEE PERFORMANCE 
1 2 3 4 5 6 7 
l ow high 
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